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ABSTRACT

The chemical industry, which has experienced a spectacular
growth since World War II, has been a popular subject for students
of business organization in recent years.

Although many detailed

studies of particular phases of the industry have been made, no
writer has attempted to survey the nature of the union's role in
the plastics field.

An attempt was made in this study to analyze

the competition among the unions in the plastics industry with
emphasis on costs to the unions and to the companies because of
this competition.
Both personal interviews and mail questionnaires were used
in this study.

Interviews with union and management personnel

were the most rewarding since it could be better determined that
the material gathered came from a qualified person.

In addition,

more questions could be asked in an interview than on a mail
questionnaire.

Extensive use was also made of books, periodicals,

union publications, and writings of scholars in the field.
It was found that independent unions, as well as three
national unions, were active in the plastics industry.

The inde

pendent locals were firmly entrenched in the chemical industry
when the nationals began their organizational drives in the 1940s.
xi

Because of this existing condition, the national unions found that the
independents offered stiff competition in the matter of organization.
In many cases, national unions were handicapped by the fact that
locals of the same national in a multiplant firm did not cooperate in
the business of collective bargaining.

A few inter-company councils

were found in companies where locals of the same national were repre
sentative bargaining units.
The market structure of the chemical industry and the technological
advancements made in recent years have both had their effects on union
activity.

Seven large chemical companies dominate the industry.

The

size of these firms plus a high value product gives the companies an
advantage in collective bargaining negotiations.

Some of the large

plants in the survey were successful in maintaining a non-union shop
by paying higher wages and granting more extensive fringe benefits than
those afforded workers in organized plants.
Great strides have been made in the chemical industry in recent
years in developing new processes and new machines.

The effect of

automation is shown by the fact that the percentage of blue-collar
workers in the industry decreased from 76 per cent of total work force
in 1947 to 63 per cent in 1959.

In this same period, the percentage

of white-collar workers rose from 24 per cent to 37 per cent.

Since

the white-collar workers are very reluctant to organize in most in
stances, the unions are losing members because of the advancements in
technology.
Money earnings in the plastics industry almost doubled in the
1947-59 period, but real earnings increased by only 52 per cent.
xii

There appeared to be little correlation between plant size and wage
rates in the sample used.

Although the small plants (1-100 workers)

had the lowest maximum rates as a group, it was also true that the
large plants (over 1,000 workers) had lower maximum rates than plants
much smaller in size.
With reference to fringe benefits, the survey revealed that, in
general, the programs of the plastics plants were very liberal.
Profit-sharing was the only benefit missing in every plant in the
study.

With the exception of paid vacation plans, no relation

ship was found between plant size and extensiveness of fringe bene
fits.

It was found that as the plant size increased, vacation

plans became more liberal.

xiii

CHAPTER I

THE INDUSTRY AND OCCUPATIONS

Introduction
The chemical industry has been one of the most popular subjects
for authors and students in recent years.

Systematic analyses of the

industry have been made, and detailed studies of particular phases of
the industry have been done.

Despite all of this work, few commenta

tors have attempted an analysis of the plastics industry.

In particular

there has been no study of the nature of the union*s role in the indus
try.

It is this task to which this work is devoted.
In this study, various sources of information were used.

Among

these were union publications, library reference books, correspondence
with management and union officials, and most important--personal
interviews with industry and union personnel.
viewed are identified.

Some of those inter

Others stated that they preferred to remain

anonymous.
The Problem:
The chemical industry, in general, would be regarded as an oligopo
listic industry with seven firms having total sales of over $525,000,000
each in 1958.

The next closest firm had sales of less than $250,000,000

Within this group of chemical firms there is much competition in the

•^See Chapter II, Table II.
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realm of research and technological improvements.

The consumer of the

chemical products reaps much of the benefits from this competition
since it usually results in better products at a lower price.
One problem which faces the chemical firms is unionism.

This

problem is an acute one because of the competition among the unions in
the indus try.
The Purpose:
An attempt will be made here to analyze this competition among the
chemical industry unions.

In particular, the analysis will attempt to

point out the costs to the firms of relatively higher wages, more and
costlier fringe benefits, and of the costs in both time and money of
union "raiding."
This first chapter deals with the historical background of the
chemical and plastics industries.
also discussed in this chapter.

The occupations in the industry are
Chapter II covers the market struc

ture and technological advancements in the chemical industry and their
influence on union activity.

The core of the study and the analysis

will be in Chapters IV through Chapter VIII.

In Chapter IX, some con

clusions will be drawn based on the findings of the study.
Limitations:
There are some very severe limitations to this study, but an
attempt has been made to cover a good cross-section of the industry.
The only firms included are those in Bureau of the Budget's Standard
Industrial Classification #2821, which encompasses the manufacture
of basic plastics and the related fields of resins and adhesives.
Firms which fabricate products from plastics material are not in
cluded in the survey.

3

Methodology:
Both personal interviews and mail questionnaires were used in this
study.

Eight management officials and four local union officials were

interviewed.

A personal interview was also held with the Research and

Education Director of an international union.

Thirty-five local union

officials and thirty-four management officials were sent questionnaires.
Twenty-seven questionnaires were received back from union officials and
twenty-five from management.

In addition to these two methods of ob

taining information, some correspondence was carried on with officials
in international union headquarters.

A copy of each of the question

naires is made an appendix to this dissertation.

The Industry

The United States chemical industry is a dynamic young giant.
Since World War,II it has maintained the highest growth rate of any
major industry.

Today, every segment of our economy is dependent to

a degree on the chemical industry.2
Although the term "chemical industry" is in common usage today,
definition of the term is not universally agreed upon.

According to

the Department of Commerce, the chemical industry is composed of
facilities producing industrial organic and inorganic chemicals,
plastic materials, synthetic rubber, synthetic fibers, medicinal and
pharmaceutical preparations, soap and glycerin, paints and varnishes,

2John G . Glover and Rudolph L . L a g a i , The Development of Ameri
can Industries (Fourth Edition; New York:
Simmons-Boardman Publishing
Corporation, 1959), p. 297.
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tanning and dyeing materials, fertilizers, vegetable oils, grease and
tallow, cleaning and polishing preparations, and toilet preparations.3
Of all these components of the chemical industry, one which has
experienced phenominal growth in recent years is plastics.

Again,

here is a term that is used by everyone, but few people know the real
meaning of "plastics" or "plastics industry."
The generally accepted definition of plastic is:

Any one of a

large and varied group of materials which consists of, or contains
as an essential ingredient, an organic substance of large molecular
weight and which, while solid in the finished state, at some stage
in its manufacture has been or can be formed into various shapes by
flow usually through application, single or together, of heat and
pressure. 4
Despite the differences of opinion on the definition of plastics,
there are certain facts about plastics upon which all will agree.
1.
2.
3.

4.
5.

York:

Plastics are synthetic.
All plastics start from an initial stage which is
identified by a (synthetic) binder.
The resinous material at a later stage must be
either plastic or liquid (capable of being poured
for casting).
A later development results in a solid material
by curing or drying.
The final stage is usually reached through a r e 
arrangement of molecules by polymerization.-*

^Edward L. Allen, Economics of American Manufacturing (New
Henry Holt and Company, 1952), p. 160.

^Chris H. Groneman, Plastics Made Practical (Milwaukee:
Bruce Publishing Company, 1948), p. 2.

The

"*Dale E. Mansperger and Carson W. Pepper, Plastics Problems
and Processes (Scranton, Pa.: International Textbook Company, 1938),
p. 5.

In this study on industrial relations and collective bargaining,
the firms surveyed will be those manufacturing synthetic resins, plas
tics material, and nonvulcanizable elastomers.

The products of these

firms include cellulose plastic materials; phenolic and other tar acid
resins; urea and melamine resins; vinyl resins; styrene resins; alkyd
resins; acrylic resins; polyethylene resins; rosin modified resins;
coumarone-indene and petroleum polymer resins; miscellaneous resins:
polyamid resins, silicones, polyisobutylenes, polyesters; vulcanized
fiber; casein plastics; and regenerated cellulose.

The study will not

include non-chemical manufacturers who merely purchase resins or plas
tic materials to produce fabricated plastic products, film, and sheets
Realizing the limitations of a case study, there will be no
attempt to make a conclusive evaluation of the Plastics and Allied
Products Industry.

The conclusions drawn will be made from the evi

dence gathered" from the firms in the survey and from other surveys
done in this or related fields.

General History of the Chemical Industry

Chemistry as the science we know today, began in 1791 when
Le Blanc produced soda ash from salt, sulfuric acid, and l i m e s t o n e . ^
Chemicals and chemical processes had been used by the ancients when
they made glass, dyed cloth, brewed beer, tanned leather and made soap

^Glover and Lagai, o£. eit., p. 297.
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but what knowledge there was of chemistry had been learned through
experience and practical use.

Trial and error or rule of thumb was

the basis of these chemical pursuits.
Chemical science has progressed from the time of the ancients
until today so that now we can classify chemical manufactures into
three groups:

(1)

The heavy chemicals (such as soda or sulphuric

acid), so called because they are heavy and bulky in relation to
value;

(2) Dyestuffs; and (3) Other chemicals which includes those

industries in which natural raw materials are processed chemically to
change their form to one which is commercially useful (such as explo
sives and plastics).
The Heavy Chemical Industries:
The Heavy Alkali Industries:
advanced rapidly.

After Le Blanc's discovery, chemistry

The Solvay brothers in Belgium developed a new method

of producing soda ash of greater purity than that of Le Blanc's without
the use of acid.

The only raw materials needed were coal, limestone,

and salt; the finished products were soda ash and calcium chloride.
The Solvay process had the technical advantage of handling mate
rials as liquids and gases rather than the large tonnages of hard-tohandle solids of the Le Blanc process.

Under these conditions, the

companies using the Le Blanc process were at a comparative disadvan
tage with firms using the Solvay process.
About this time a shortage of bleaching powder developed.
presented a problem for the textile and other industries.

This

The powder,

made from the waste chlorine gas obtained from the Le Blanc process,
rose in price until soda ash produced by the Le Blanc process together
with bleaching powder could be made and sold at a profit in competition
with Solvay soda ash.

7

With the availability of commercial electricity, another revolu
tionary change took place in alkali manufacture.

A process for the

economical production of caustic soda and chlorine by the electroly
sis of salt brine was developed.7
The first plant to produce sulfuric acid in the United States was
built in Philadelphia in 1792.

The invention of the cotton gin in

creased the textile industry's need for sulfuric acid.

In 1829 continu

ous process and large-scale manufacture was introduced into the
sulfuric acid industry.
Two developments around the turn of the century made America the
world leader in sulfur and sulfuric acid production.
was the Frasch sulfur process.

One of these

This was a method of removing sulfur

from under the solid limestone on the Gulf Coast.

Live steam was

forced through pipes driven down into the deposits causing the sul
fur to melt.

The liquid was then pumped to the surface.

The other

development was the contact catalytic process of J.B.F. Herreshoff,
which assured production of high quality sulfuric a c i d . 8
In the middle of the nineteenth century, growth in the heavy
chemical industry in America took a new direction--chemical ferti
lizers.

Mechanization of farm machinery and scientific farming

techniques changed our agriculture drastically.

With increased pro

duction, a market was created for these chemical fertilizers.
The manufacture of white lead, acetic acid;, linseed oil and paste
pigments increased rapidly in the early nineteenth century.

7Ibid., p. 298.
8Ibid., p . 301.

Most of

8

this increase was due to our imports being cut off during the War of
1812.
The Dyestuffs Indus tr y ;
The synthetic-dye industry was born in 1856.

W. H. Perkin, an

English chemist, segregated several chemical components of coal tar,
a substance for which no use was then known.

In attempting to syn-

thetize quinine from these components, Perkin succeeded in obtaining
a solution of mauve, the first synthetic dye.

Thus, not only was the

synthetic-dye industry born, but the whole coal tar industry had its
inception here.

One authority states that the industry has since

passed through four phases.^

The first period, 1856-1871, was one

of dominance by English producers.

This phase was more of an experi

mentation and single-commodity-production period.
During the second period, 1871-1900, production shifted to Germany.
Perkin, unable to interest British capital in dye manufacture, turned
to Germany where the large-scale manufacture of dyes and other synthet
ics was welcomed.

This period is characterized by rapidly declining

prices which came from mass production of raw materials and improved
processes for making intermediates.

Systematic experimentation took

the place of individual effort of the previous period.

Since the opera

tion of a dyes tuffs plant results in joint products, Germanic genius for
systematic research led to the development of derivative products such
as pha. maceuticals, flavoring extracts, perfume materials, and photo
graphic chemicals.^

Q

T. J. Kreps, "The Dye Industry," Encyclopaedia of the Social
Sciences, V, 301-305.
^°E, B. Alder fer and H. E. Michl, Economics of American Indus tr£ (New York: McGraw-Hill Book Company, Inc., 1942), p. 218.
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The third era extended from 1900 to 1915.

The demise of the few

remaining natural dyestuffs was witnessed during this time.

Concentra

tion of the industry in a half-dozen large plants in Germany was the
primary characteristic of this phase.

Along with this concentration,

there were numerous consolidations which culminated in 1926 in the forma
tion of one gigantic enterprise, the I. G. Farbenindustrie A. G . , which
monopolized dyestuffs production in Germany.
The latest period is from 1916 to the present.

It is marked by

the establishment of dyestuffs production in the United States, as well
as in England, France, Italy, and Japan.
this was the First World War.

The immediate occasion for

It not only cut off supplies of dyes

but demonstrated the value of the industry for munitions manufacture.
Other Chemical Industries:
Explosives;

A young Swedish chemist, Nobel, invented dynamite

about the same time that Perkin made the first synthetic dye.

Nobel,

like Perkin, failed to obtain capital in his home country, so he, too,
turned to Germany.

In 1895 the Germans made cyanamid from limestone,

coke and nitrogen.

In 1910 they were able to produce ammonia by direct

synthesis from nitrogen and hydrogen, thus freeing their industry from
dependence on imported nitrates for high explosives.
The field today is dominated by three companies; D.uPont, Hercules
Powder, and Atlas Powder produce about 80 per cent of the total.

The

remainder of the market is shared by about 25 small companies.
The Chemical Indus try in the United States:
Until the middle of the nineteenth century, chemical manufacturing
in America attempted primarily to meet local needs.

Principal demand

came from makers of textiles, leather, paper, glass and soap.

10

Chemical industry expansion between 1860 and 1910 reached out in
every direction.

Process improvements were introduced.

Hundreds of

chemicals never before made in America were produced commercially.

New

phases of the chemical industry were established.^
World War I brought about a great change in the American chemical
industry.

Since our supplies of various materials were cut off, it was

necessary for the chemical industry to develop processes or substitute
products.

Other industries also helped in this development.

Steel

companies, for example, installed equipment to recover light oils and
separate benzene and toluene for munitions use.
the fields of phenol and refined naphthalene.

Much work was done in
At the end of the war,

phenol found a new market in the new phenol-formaldehyde plastics.
After the war, new technological processes and new products
revolutionized the chemical industry.
laboratory research programs.

Chemical companies organized

These resulted in the production of

important petrochemicals such as propylene, ethylene glycol and acetone
from propane.

Synthetic organic chemicals also came into use because

of this research work.

The polymerization process was developed and

man-made materials such as plastics, rubbers, fibers, and detergents
began to compete with other existing materials.
As a result of this revolution in chemicals,.the market for
chemicals has grown to such an extent that in the 1947-1957 decade,
more than $11 billions was invested in new plants and equipment.^2
The chemical industry today not only meets but successfully anticipates

^ G l o v e r and Lagai, o£. cit. , p. 300.
12Ibid., p. 303.
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the nation's basic needs for chemicals.

The productive capacity of the

American chemical industry today stands far in excess of that of any
1^

nation in the world. J

History of the Plastics Industry

Perhaps no other industry has enjoyed such consistently rapid
growth over a period of two decades as has the plastics industry.
Since 1925 about fifteen new plastic compositions have been developed
or introduced commercially, and a tremendous increase in the annual
production of plastics has taken place.
plastic resins have appeared is:

The order in which these new

1926, alkyd; 1927, cellulose acetate;

1930, styrene, urea-formaldehyde, vinyl; 1931, acrylic; 1932, cellulose
acetate butyrate; 1936, methyl methacrylate; 1937, ethyl cellulose,
lignin, poly-styrene, vinyl butyral; 1939, melamine formaldehyde, ethyl
cellulose, vinylidene chloride; 1942, allyl, polyethylene; 1943, sili
cones; 1944, high heat-resistant thermoplastics such as styrene
copolymers.^
Progress from that time on has been continuous but rather slow
until recent years.

World War II gave added impetus to the experimenta

tion and progress in plastics.
The first synthetic organic plastic is generally conceded to have
been styrene.
1839.^

This material was produced in a chemical laboratory in

No commercial significance was attached to the material at that

time.

13ibid., p. 301.
l^Mansperger and Pepper, o£. cit., p. 2.
15Ibid., p. 7.
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The first American plastic was produced in 1868 by John Wesley
Hyatt.

This was cellulose nitrate.

In attempting to find a substitute

for ivory to be used in the manufacture of billiard b a l l s , Hyatt used
camphor, both as a solvent and as a plasticizer, on cellulose treated
with nitric acid.

Celluloid, one of the trade names for cellulose-

nitrate products is still produced.
In 1890, the second plastics material, casein, was developed.
Casein, a shiny solid material resulting from the mixing together of
sour milk and formaldehyde, was discovered by a German, Adolph
Spitteler.16
In 1909, Dr. Leo Baekeland discovered the third commercial plastic,
phenol-formaldehyde.

Seeking a practical synthetic plastic, he brought

phenol (carbolic acid) and formaldehyde together under the right condi
tions of temperature in the presence of a catalyst (a substance which
speeds chemical reaction but remains unchanged itself) to form a resinoid which became known as B a k e l i t e . ^
Bitumen plastics were developed about the same time as phenol
plastics.

In the years immediately following World War I the bitumen

plastics surpassed the phenolics in production.

They had been developed

to obtain a moldable, heat-resisting solid for use in the electrical and
automotive fields as an insulator.

In recent years, however, the bitu

mens have lagged.far behind the phenolics.

I6Ibid.. p. 7.
^ H e r b e r t R- Simonds, Industrial Plastics (New York:
Publishing Corporation, 1939), p. 10.

Pitman
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Only the synthetic resinoids of greater importance have been
mentioned in this brief history.

Today, the materials usually accepted

in the trade as the newer plastics are:
1.

the phenolic group
phenol-formaldehyde resin
phenol-furfural resin

2.

the cellulose group
cellulose acetate binder
cellulose nitrate binder

3.

the urea group
urea-formaldehyde resin
thiourea-formaldehyde resin
urea-melamine resin

4.

the protein group
casein binder
soy bean binder

5.

the alkyd group
alkyd resin

6.

the vinyl group
vinyl resin
styrene resin
acrylic resin

7.

the indene group
indene resin^®

The Occupations in the Industry

The chemical industry in general is characterized by the paucity
of job classifications.

Nowhere in the industry is there a better

example of this than in the plastics division.
The three general groups of employees in the industry are process
workers, maintenance workers, and other plant workers such as stock
clerks, handlers, and truck drivers.

18Ibid., p . 19.
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The process workers and their helpers comprise the largest group
of workers.

It is their responsibility to operate and/or control chemi

cal processes so that the chemicals produced will meet rigid specifica
tions.

Some process workers operate equipment, and many of the workers

operate several types of equipment.
This latter group are classified as operators.

In some firms they

are identified only by the equipment they operate (Convertor operator,
Banbury Mill operator, Copol operator, etc.).

In other firms all of the

operators are classified as Class A and B or Class A, B, and C opera
tors.

Occasionally a firm will classify a chief operator who also

perforins all necessary controls and manipulations involved in process
ing, but he also Is in charge of a shift or a definite operation.

This

man is a working employee and as such is eligible for membership in the
bargaining unit.
Also included in this group of process workers are the operator
helpers.

These employees perform all production duties and miscella

neous chores that are not assigned to other classifications.

In some

firms, this work is performed by employees who are classified as laborers.
As in other industries, the mechanical workers set up, maintain,
alter and repair plant machinery and equipment.

Because much of the

equipment is complex and because it must be operated under extreme condi
tions, the mechanical workers generally are highly skilled and well paid.
Included In this group are general maintenance men, electricians, pipe
fitters, and instrument repair men.
maintenance men are employed.

In some of the firms contacted, no

These firms have found it more profitable

to have all of the maintenance work done on a contract basis.

In this

classification, as in the operators classification, most of the firms
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have Classes A and B or Classes A, B, and C.

Others have classified

them as First and Second Class employees in their particular fields.
In the third classification, the usual departmental employees are
found.

Included here are the shipping and receiving department em

ployees, the boiler room employees, the truck drivers, and the sweepers
and custodians.

CHAPTER II

THE MARKET STRUCTURE AND TECHNOLOGICAL ADVANCEMENTS
IN THE CHEMICAL INDUSTRY AND
THEIR INFLUENCE ON UNION ACTIVITY

In order to understand anything about the influence of the market
structure and technological advancements on union activity in the
chemical industry, it is necessary to know just what the market struc
ture is and the type of technological advancements which have been
made.

The Market Structure of the Chemical Industry

Although there are approximately 7,000 firms in the United States
producing chemicals, a handful of companies dominate the American
chemical industry.

This is true if the firms are ranked either by

total assets or by annual sales.
Table I, page 17, lists and ranks the ten leading chemical firms
in the United States for the years 1935, 1951, and 1958 on the basis
of total assets.

Although some firms which were ranked in the first

ten in 1935 are missing from the 1958 list, the leaders have remained
relatively stable over the twenty-three year period.
It is worthy of note that although some firms have dropped to
lower rank in the industry while others have advanced, allfirms have
shown substantial absolute gains in total assets.
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a

Table I
The Ten Leading Chemical Firms in the
United States for the years 1935,
1951, and 1958 Based on Total Assets
1935
Rank

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Company

Assets
($000,000)

E. I. du Pont
de Nemours
Allied Chemical
& Dye
Union Carbide &
Carbon
General Aniline
& Film
Texas Gulf Sulphur
American Cyanamid
Columbian Carbon
Hercules Powder
Air Reduction
Monsanto Chemical

Source:

1958

1951

1935 & 1951.
1958.

Rank

1.
667
2.
400
3.
337
71
62
60
49
40
39
36

4.
5.
6.
7.
8.
9.
10.

Company

Assets
($000,000)

E. I. du Pont
de Nemours
1 ,599
Union Carbide &
Carbon
978
Allied Chemical
& Dye
436
Dow Chemical
427
American Cyanamid
374
Monsanto Chemical
262
Mathieson Chemical
142
Air Reduction
141
General Aniline
& Film
133
Hercules Powder
132

Rank

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Company

Assets
($000,000)

E. I. du Pont
de Nemours
Union Carbide &
Carbon
Dow Chemical
Olin Mathieson
Allied Chemical
& Dye
Monsanto Chemical
American Cyanamid
Air Reduction
General Aniline
& Film
Hercules Powder

Walter Adams, Structure of the American Economy.
Standard & Poor's.
aMathieson Chemical and Olin Industries merged in 1954.

3,754
1,580
875
787a
748
664
584
204
133
132
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Some explanation is needed for the changes in rank during the
period.

The rise of Mathieson and Monsanto has been due to mergers,

the former between Mathieson Chemical and Olin Industries.

Both Texas

Gulf Sulphur and Columbian Carbon are specialized firms and have lost
ground to the diversified companies.

Dow Chemical has progressed

rapidly, apparently, because of its progressive policies concerning
financing, research and diversification.

Allied Chemical & Dye has

dropped in rank largely because of its conservative policies.
Table II, page 19, lists and ranks the ten leading firms in the
United States in 1951 and 1958 on the basis of total net sales. With
few exceptions, the rankings are the same in 1958 as the rankings on
the basis of total assets.

The notable exception in the two rankings

is the higher rank of Hercules Powder on the basis of sales.

This has

been due to the processing of a product vital to national defense.

Thu§

the company has profited from the federal government's purchases.
More proof of the dominence of the chemical industry by a few firms
is shown by the fact that in a study made in 1945, it was found that of
the 238 industrial organic and inorganic chemicals being produced, 100
of them were produced by four firms.^

Another study showed that Du Pont's

capital expenditures for plant expansion in 1948 were greater than were
the total assets of the eighth largest chemical company in the United
States.2

1-Allen, o£. ci t . , p. 169.
2Ibid., p. 170.
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Table II
The Ten Leading Chemical Firms in the
United States for the Years 1951 and
1958 Based on Net Sales
1951
Rank

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Company

1958
Sales
($000,000)

E. I. du Pont
de Nemours
Union Carbide
& Carbon
Allied Chemical
& Dye
American Cy
anamid
Dow Chemical
Monsanto Chemical
Mathieson
Chemical
Hercules Powder
Air Reduction
General Aniline
& Film
Source:

Rank

1.
1,546
2.
928
502
389
340
272.8
272.6
217
118
100

3.
4.
5.
6.
7.
8.
9.
10.

Company

Sales
($000,000)

E. I. du Pont
de Nemours
Union Carbide
& Carbon
Dow Chemical
Allied Chemical
& Dye
Olin Mathie
son
Monsanto Chemical
American
Cyanamid
Hercules Powder
Air Reduction
General Aniline
& Film

1,859
1,297
636.2
635.5
601a
548
525
237
175
143

Standard & Poor's.
aMathieson Chemical and Olin Industries merged in 1954.

Practically every type of pricing method found in manufacturing is
found in the chemical industry.
to absolutely monopolistic.

These range from relatively competitive

The greatest competition in the industry

is not between products which are similar, but between quite different
products designed to serve the same purpose.
The monopolistic aspect of the industry is nurtured by the fact
that the chemical industry is a very good example of the economy of
scale operations with increasing size showing distinct advantages.
The equipment--vats, stills, evaporators, etc.--is usually custom built
for a particular process and costs less, per unit of capacity, in a

20

large firm than in a small firm engaged in the same process.

By-product

recovery, exceptionally important in chemical technology, is frequently
feasible only when large scale operations make available, at a single
point, sufficiently large quantities to justify the expense of recovery.^
Allen refers to "friendly competition" existing between domestic
producers of the same chemicals.^

The reference here is to agreements

in such areas as patent pooling, preferential pricing, and joint market
ing and production ventures.
In discussing the collusion between companies, the "friendly compe
tition," the interlocking international cartel agreements, etc., Adams
says :
There is no way of resolving these crucial issues with
complete assurance. However, certain relevant factual
conclusions do emerge from our survey. Judged by com
parison with other industries, pricing in this industry
has been more conservative, operating margins higher,
than they need have been to yield adequate profits.
Output and investment have frequently been restricted
and the introduction of new and better products or
processes delayed— sometimes by explicit agreement,
sometimes as the consequence of monopoly pricing or
cartel agreements.
There has been a long history of litigation between the federal
government and the leading chemical companies.

Nevertheless, competi

tion between firms in the chemical industry has not increased to any
marked extent.

Light punishment has been meted out in most cases where

a firm has been found guilty of acts in restraint of trade or of mono
polistic practices.

^Adams, oj>. cit., p . 205.
^Allen,

ojj•

ci t ., p. 179.

A dams, 0 £. ci t ., p. 226.
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Technology in the Chemical Industry

The chemical industry depends more on applied science--and less on
£
tradition--than any other major industry.

The technology of the indus

try is subject to relatively rapid change and improvement, and the
competition in technology is one of the principal features of the
chemical field.^

Chemical industries are usually highly mechanized,

and utilize continuous processes wherever possible.
Chemical competition usually results not from some moderate improve
ment in an existing technique, but from some far more fundamental cost
reduction such as that stemming from the artificial synthesis of a
Q

chemical previously obtained from nature.

Probably in no other indus

try does research play such a large part as it does in the chemical
industry.

Chemical engineers are continually striving to better the

product, find new products, or improve on the processes being used.
This last factor--process improvement--has been overshadowed in
research by the emphasis on developing new products, but it still re
mains one of the important parts of the research program. The research
done on process improvement has as its goal the reduction of costs.
One of the ways to reduce costs is by developing better yields and
faster operation.

Another way is by better control of the process

through new tests or automatic instrumentation.

£
Glover and Lagai, o£. c i t ., p. 306.
^Allen, o£. c i t ., p. 176.
8Ibid., p. 176.
^Glover and Lagai, o£. c i t . , p. 312.

For example, a
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batch operation may be replaced with a continuous one.

Sometimes

radically new processes are developed to replace old ones with the
result of a change in the number of workers needed.
The technical nature of the industry extends deeply into manage
ment and executive echelons.

A survey conducted in 1954 indicated that

more than half of the executives in 75 chemical firms have degrees in
science and/or engineering.^
There is considerable evidence to show that trade unions themselves,
through their pressure for higher wages, have been one of the influences
stimulating the search for new methods, new processes, and new machines.
This, again, goes back to the competition among firms for a lower cost
method of production.
Contrary to what is generally believed, not all technological
changes create problems for trade unions.

Some raise the productivity

of the workers, and this can be used as justification for demands for
wage increases.

Some changes reduce the physical strain of the work

while still others help the workers at one process compete with workers
on other processes or in other industries.
The union lias three alternatives when faced with the problem of
technology— (1) It may attempt to prevent the introduction of the new
machine into union shops (the policy of obstruction);

(2) It may attempt

to compete with the new machine (the policy of competition, which may be
regarded simply as a special form of the policy of obstruction); and
(3) It may permit the new machines to be introduced but seek to control

1QIbid., p. 312.
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the men who operate them and possibly to control the rate at which they
are introduced (the policy of control).^
An industrial union such as those found in the chemical industry
will probably choose the third alternative while most craft unions will
use the policy of obstruction.

The reasoning behind the latter is that

when a union includes only the members of a single occupation (craft
union), a machine or process which displaces men or reduces the required
skill injures every member of the union.

In an industrial union it is

likely that only a few members of the union will be affected.
The industrial union will usually practice a policy of control
because a new machine or process which displaces men in a given craft
or occupation usually helps the men in other occupations in the plant.
This is true because by reducing costs of production, there is the like
lihood that the market for the goods of the plant will be expanded.
The proportion of the union membership which is helped rather than
hurt by labor-saving devices is likely to be far greater in industrial
unions than in craft unions.
In all fairness to unions, one thing should be made clear at this
point.

Opposition to labor-saving devices and technological changes is

by no means confined to labor organizations.

One needs only to look at

the opposition of existing retail outlets to chain stores and selfservice super markets.

Another example was the opposition of small

bankers to branch banking.

Finally, in some cases, employers use unions

ll-Sumner H. Slichter, Union Policies and Industrial Management
(Washington, D. C.: The Brookings Institution, 1941), p. 201.
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to fight technological innovations.

A case in point was the encourage

ment by owners of thin-veined mines to fight the introduction of coal
cutters in thick-veined m i n e s .
Labor leaders long ago realized the uselessness of opposing
technological advances.

Samuel Gompers, longtime president of the

American Federation of Labor, at the 1923 convention of the Cigar
M akers’ Union said that "it is absolutely futile for workmen to pro
test against or to go on strike against the introduction of a new
machine, a new device or a new tool.”

12

AFL President, William Green,

in a speech in March, 1929, said that "the American labor movement
welcomes the installation and extension of the use of machinery in
industry."13
Now let us look at the influence of the market structure and the
technological advancements on union activity in the chemical industry.
Obviously, no clear-cut statements can be made nor any definite con
clusions drawn, but some observations can be made.

Influence of Market Structure on Unions

Management personnel in the chemical industry are convinced that
the strength of the large companies coupled with the characteristics
of the work have been deterrents to unions in the industry.

The size

of the firms plus the resources at their disposal works to the advantage

l^Gigar Makers1 Journal, October 1923, XLVIIj p. 4.
13Address reprinted in the Bridge Men's Magazine, April 1929,
XXIX, p. 228.
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of the companies in combating unions.

Another factor is the oligopo

listic market structure.of the industry which permits the firms to
restrict p r o d u c t i o n ^ which in turn restricts employment.

Since, in

theory, the demand for workers is not as great as it would be under
competitive conditions, the companies, supposedly, have more bargaining
power . ^

Competition would not be possible in the industry because the

sheer size needed for efficient production presents a barrier to the
entry of new firms.

A third factor which restricts union activity in

the chemical industry is the character of the work.
skilled jobs relative to the number of workers.

There are few u n 

The majority of the

workers would be classified as skilled workers, technicians, or pro
fessionals.

The latter two groups, especially, have, historically,

been difficult to organize.
In addition, the time element has been a factor.

The big wave of

union activity in the United States took place immediately following
the passage of the Wagner Act in 1935.

It was then that the workers

^ S e e footnote below.
•t-^Thls type of analysis is presented in all standard texts in
economics.
See Paul A. Samuelson, Economics (4th Edition; New York:
McGraw-Hill Book Company, Inc., 1958), Chapter 26, p. 509. Also see
George L. Bach, Economics: A n Introduction to Analysis and Policy
(3rd Edition; Englewood Cliffs, N. J . : Prentice-Hall, Inc., 1960),
Chapter 26, p. 483. The analysis is taken from The Theory of Monopo
listic Competition by E. H. Chamberlin.
Chamberlin contends that
under imperfect competition, price will always be higher and output
lower than would be the case under perfect competition.
In reaching
these conclusions, Chamberlin always assumes uniform scales of pro
duction. He also assumes that the imperfectly competitive producers
have a degree of control over the elasticity of demand. Herein lies
the main weaknesses of Chamberlin's theory.
Contrary to this theory,
it is difficult to control the elasticity of demand.
Also, it is
possible, with the economies of scale, for the large firm to have a
lower price, greater output and more profits than would be possible
by restricting output and selling at a higher price.
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in the large steel companies and the automotive firms did most of their
organizing.

Chemicals did not become the important industry it is today

until during and following World War II.
had passed its peak.

By then, union organization

To secure a labor force, the non-union firms were

pressured into paying wages comparable to those in unionized firms.
Mr. D. B. Campbell, Plant Manager of the Orange, Texas, Sabine River
Works of Du Pont cited an example of these effects.

When his plant,

which began operations in 1946, was under construction, the management
of Du Pont thought that the company would have to deal either with an
independent union or a local of a national union once operations got
under way.

Before the plant opened, management decided that perhaps

the choice was between an organized shop and an unorganized shop.

In

the fourteen years this plant has been in operation, there has never
been a union representing any of the workers.

Furthermore, no similar

plant of Du Pont's built since 1946 has been unionized.

Mr. Campbell

feels that only because of the high wages and exceptional fringe bene
fits his firm has been able to grant plus the composition of his labor
force has this resistance to unionism been possible . ^
On the opposite side from management, the union leaders are sure
that the market structure of the chemical Industry has not hurt unions.
In fact, there is some evidence that corporate strength has helped the
union cause.
Dr. Otto Pragan, Research and Education Director of the Inter
national Chemical Workers Union, stated that one of the strongest
arguments his union could use in organizing plants of the American

■^Interview with Mr. D. B. Campbell at Sabine River Works,
June 2, 1960.
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Cyanamid Company and Lever Brothers was that the ICWU was the representa
tive bargaining agent in other plants of these companies.

According to

Dr. Pragan, this organizational strength made the task of organizing
much easier.

Dr. Pragan does admit, however, that in some companies

the competition of independent unions is s e v e r e . ^

Influence of Technology on Unions

Although union opposition can be strong enough in union shops in
some cases to prevent the introduction of new machines or new processes,
they are not able to do this in non-union s h o p s . I f

the innovation

gives non-union employers an important competitive advantage, the
policy of obstruction may cause the union shops gradually to be driven
out of business.-*-9
This applies especially to the chemical industry.

It has been

mentioned before that the large firms such as Du Pont have been success
ful in their opposition to the chemical workers' unions, and any competi
tive advantage of non-union firms brought about by the opposition to
technology would only further the cause of these firms.
Slichter makes an interesting observation concerning the policy
of control.

By admitting semi-skilled workers on a new process and

helping them increase their wages, the union raises the cost of operat
ing the new technique and hence diminishes its superiority over the old

^Interview with Dr. Otto Pragan at ICWU headquarters, Akron,
Ohio, June 28, 1960.
l^Slichter,

ojj.

19Ibid., p . 223.

cit. , p. 223.
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process.

Hence, a union may seek control over the workers on a new

process, not primarily for the purpose of helping them, but for the
purpose of retarding the displacement of hand workers by reducing the
20
superiority of the competing process. u
There is no doubt but that there is some credence to this reason
ing, but whether it applies to any great extent in the chemical industry
is problematical.

This type of control policy would work the same com

petitive hardship on the unionized plants as would the policy of obstruc
tion.

Since the industry is characterized by technological competition

to such a marked extent, it would appear foolhardy for unions to pursue
such policy.
Some union leaders do not feel that automation or other technological
advancements deter unions noticeably because of the great diversification
of the firms.

If men are replaced in one phase of production,

they will

O I

be absorbed in other producing areas of the firm. *Basing his thoughts on Keynesian logic, Sumner Slichter states
that
Even if a union succeeds in protecting the workers immediately
affected by a labor-saving device from losing their employ
ment, it does not follow that the union has increased the
total amount of employment in the community.
It is well
established that the general level of employment depends among
other things upon the volume of investment. A dollar increase
or decrease in investment will ordinarily produce a consider
ably greater rise or fall in the national income (and hence,
employment). The change in the national income will be large
or small depending upon whether a small or a large proportion ;
of income at the margin is saved.
(If the marginal propensity
to save is one-fourth, which means that one out of every four

^Slichter,

c i t . , p. 246.

21lnterview with Dr. Pragan, o£. c i t .
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additional dollars of income will be saved, an increase
of one dollar in investment, not produced by a decrease
in consumption, will produce an increase of four dollars
in income. On the other hand, a decrease of one dollar
in investment will produce a decrease of four dollars
in income.) Unless, therefore, there is already full
employment, retarding the introduction of labor-saving
devices will reduce rather than increase the volume of
employment.^
As would be expected, management in the chemical industry feels
that the technological changes have hurt the union m o v e m e n t . ^

They

point to the smaller number of workers required on new machines and
new processes.

Management also argues that the workers necessary to

operate these new machines and processes are becoming so highly skilled
that they consider themselves as professionals, and as such, are in a
class of workers who have been very reluctant to organize.

Finally,

management says that unions, realizing the competition among firms
with similar machines or processes, will not price themselves out of
a job by demanding higher wages when more skill is required because of
a technological change.
Employment figures indicate that technological advancements have
had no adverse effects in the chemicaf industry.

While employment in

the general field of manufacturing has been declining in recent years
relative to other fields of industry, employment in the chemical indus
try has been increasing relatively and absolutely in the field of

99
9^

Slichter, o£. cit., p. 274.

^Interviews with Industrial Relations Managers at plastics
plants in the Houston, Texas area, June 1960. These men did not want
to be quoted by name.
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manufacturing.

Between 1939 and 1945, the chemical industry labor

force rose by 75 per cent to a total of 710 , 0 0 0 . ^
Immediately following World War II, employment in the industry fell
because of the withdrawal of government defense contracts.

However,

beginning in 1947, the number of employees has risen steadily from
694,000 to a record high of 848,000 in 1959.

The only exceptions to

this growth were in the recession years of 1949, 1954, and 1958 when
employment declined slightly.

This growth is shown in Table III, page 31.

But, Table III also shows another important trend.

In 1947, pro

duction and maintenance workers constituted 76 per cent of all employees
in the chemical industry.

By 1959, these same production arid mainte

nance workers made up only 63 per cent of the work force in the indus
try.

Figure 1, page 32, shows this effect more clearly.

If this

trend continues, probably sometime in this decade the production and
non-production employees will be on a ratio of 1 to 1.
The source, as noted, for this figure was the Research and Educa
tion Department of the ICWU.

This union contends that automation is

to blame for the relative changes in production and maintenance workers to other workers in the industry.
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This may or may not be true.

^ A n n u a l Survey of Manufacturing, (Washington, D. C . :
of Census, 1956).

Bureau

2^The relative changes in production and maintenance workers
to other workers in the industry may be the result of technological
change rather than automation. Technological change, here, referring
to an improvement in a process or in a machine which would result in
greater production and/or fewer workers being needed. Automation, on
the other hand, refers to the installation of automatically controlled
machines which requires only a bare minimum of workers whose only jobs
would be to start the machines and supply them with material. An
example of automation would be a computer-controlled factory. The
computer defines the processes in terms of mathematical equations.
After solving the equations, the computer feeds the solution to another
electronic brain which operates the factory.

Table III

Employment in the Chemical Industry, 1947-1959
Number of Employees

Percent of All Employees

Year

All
Employees

Production
and
Maintenance
Workers

Other
Workers

Production
and
Maintenance
Workers

Other
Workers

1947

694,000

525,000

169,000

767.

247.

1948

700,000

522,000

178,000

757.

257.

1949

663,000

484,000

179,000

737.

27%

1950

682,000

494,000

188,000

727.

287.

1951

749,000

536,000

213,000

727.

287.

1952

770,000

537,000

233,000

707.

307.

1953

807,000

553,000

254,000

697.

31%

1954

791,000

532,000

259,000

677.

337.

1955

811,000

546,000

265,000

677.

337.

1956

833,000

553,000

280,000

667.

347.

1957

845,000

545,000

300,000

647.

367.

1958

821,000

512,000

309,000

627.

387.

1959

848,000

531,000

317,000

637.

377.

Source:

U. S. Department of Labor, BLS« from The United States Economy
and the Chemical Indus try in I960, Research and Education
Department, ICWU.

Figure 1
Effect of Automation in the Chemical Industry
Blue-Collar vs White-Collar Workers, 1947-1959
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In 1950, total employment in the steel industry was 611,000 of which
533,000 were production workers.

By 1956, total employment had risen

to 631,000, but the number of production workers was still approxi
mately 533,000.

This means that while non-production employees had

an absolute increase of 20,000, the production employees figure had
remained constant.

This change took place in an industry which in

the years 1950-1956 experienced very little advancement in technology.
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This does not mean, however, that the relative changes in the
different types of employment in the chemical industry will have no
effect on unionism.

The non-production workers include such people

as professional employees (engineers, research chemists, etc.), cleri
cal help, office employees, plant security employees,. supervisors,
and executives.

Obviously, the executives would not be interested

in joining a bargaining unit representing the production employees
even if they were eligible to do so.

The Taft-Hartley Act prevents

supervisors and plant security employees from joining the bargaining
agent representing the production employees.

But, probably the great

increase in non-production employees is in the ranks of the professional
people, and this group along with the clerical and office employees
have, historically, been much harder to organize than production workers.
Figure 2, page 34, shows the percentage change in production and
the percentage change in production and maintenance workers from 1947
through 1959.

The figures for 1959 show that there has been a one per

cent increase in the number of production and maintenance workers over

^ % o t e s from Dr. W. H. Wesson.
seminar, March 1959.
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Figure 2
Effect of Automation in the Chemical Industry
Production and Employment, 1947-1959
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the 1947 figures.
cent.

In this same period, production increased 116 per

There is no doubt but that automation has been the big factor

in the multiplied increase in production with such a small increase in
production and maintenance employees.
Another factor must be considered here also--the relationship of
increases in production to increases in wages.

In 1947, the average

9 *7
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hourly money earnings^' in the chemical industry was $1.18.

Using

the year 1947 as the base year, the real earnings^® in 1947 would also
be $1.18.

By 1959, the money earnings had risen to $2.34. . This meant

a dollar increase of $1.16 and a percentage increase of 98 per cent.
By 1959 the real earnings had risen to $1.79.

This meant a dollar

increase of $0.61 and a percentage Increase of 52 per cent.
Even if one were to compare the percentage increase in money
earnings, a poor measure at best, to the production increase, the
chemical workers would not have experienced wage increases commen
surate with their increased productivity.

When one looks at the

increase in real earnings as compared with the production increase
over this same period, we see that earnings are lagging far behind.^0
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Money earnings are the actual straight-time, average hourly
earnings received by production and maintenance workers.
They include
shift differentials but not overtime pay.
^®See Table 15, p. 96.
29

Real earnings are obtained by adjusting money earnings to
the rise in the Consumer Price Index. They represent the purchasing
power of money earnings.
^ P l e a s e note that this writer does not imply or suggest that
the worker should receive wage increases commensurate with increases
in production. Management has financed the research for technological
advancements and, therefore, should at least share in the increased
returns brought about by these advancements.

CHAPTER III

THE UNIONS IN THE INDUSTRY

Unionism in the
A study made
cal

chemical industry is of relatively recent origin.

in 1920 showed that only .2% of the workers in the chemi

industry were organized.^

Since thattime, three trade unions

and a number of independent unions have tried to organize the chemical
workers.

The trade unions are District 50, United Mine Workers of

America; the International Chemical Workers of America; and the Oil,
Chemical and Atomic Workers International Union.

The Independent Unions

Introduction:

During World War I, many Works Councils were

organized, and employees were represented on these councils.

The

first of these councils in the United States was organized in 1904,^
but growth was slow until about 1915.

Throughout the war and through

^■Leo Wolman, The Growth of American Trade Unions 1880-1923
(New York: National Bureau of Economic Research, 1924), p. 88 and
p. 137.
^Employee Representation or Works Councils (Washington, D. C . :
Dept, of Manufacture, Chamber of Commerce of the United States, 1927),
p . 5.
Irvin Bernstein's "Union Growth and Structural Cycles,"
IRRA Proceedings, 1954, p. 226 lists the dates of the formation of
36
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the 1920's, employee representation on Works Councils was popular in
all phases of the chemical industry.

3

These councils were the forerunners of the independent unions in
the chemical industry.

Since the councils were already entrenched in

the industry, it is logical to assume that this is one of the main
reasons why the independent unions have been able to secure and to
maintain such a stronghold in the industry in spite of the inroads
which many strong national unions have tried to make.

Surveying the

different types of Works Councils, one is quick to note that in practi
cally all cases management has control over the decision-making process.^
Development and Growth of Independent Unionism:

After federal

legislation favorable to trade unions was passed in the early 1930’s,
revolutionary changes came about in the union movement.
The Norris-LaGaurdia Act in 1932 outlawed the yellow-dog contract
and virtually did away with any injunctive proceedings against unions
by management.

Section 7a of the NIRA encouraged collective action

company unions.
It shows that three company unions existed before
1900. The author of this dissertation makes a distinction between
Works Councils and Company Unions. The former is a committee type
of arrangement where both labor and management are represented. The
purpose of the council is to adjust employment conditions to the
satisfaction of employees and employer. The company union, on the
other hand, is a group of employees acting collectively to represent
the individual workers. However, until outlawed by the Wagner Act,
company unions, like the works councils, were dominated by employers,
either by contributing financial support to the union or by having
workers, sympathetic to management, elected to offices in the union.
The Works Councils committee arrangement, according to Sultan (Paul
Sultan, Labor Economics (New York: Henry Holt and Company, 1957),
p. 115), did not satisfy the workers' search for recognition.
Employee Representation or Works Councils, o p . cit., p. 6.
^Ibid., pp. 14-20.
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by employees.

The Wagner Act of 1935 provided for a governmental agency,

the NLRB, which protected the workers against unfair labor practices by
management.

It was also the responsibility of the NLRB to conduct elec

tions to determine the representative bargaining agent of the workers.
In the majority of the large ii^ustries in the United States, the
workers elected to associate themselves with a national union.

Unionism

in the chemical industry, however, was characterized by the formation of
independent unions.

C

The Works Councils provided the bases for these

independent unions.
In 1935 a study was made of union affiliation in 524 chemical
plants.

The study revealed that company unions® were the representative

bargaining units in 37 plants.

These 37 plants employed 47.2% of the

workers in the units sampled.^
During the 1940's and the 1950's, independent unionism expanded
its influence.

According to Weber, in the period 1942-1955, indepen

dents won over four hundred NLRB certification elections involving
chemical companies.®

Basing his figures on membership in some of the

larger companies, Weber estimates the number of workers in independent
chemical unions in excess of 100,000.9

Among the companies were Du Pont and American Cyanamid.
®In this study, company union was defined as an organization
formed among workers of a particular company or plant for the consi
deration of labor conditions.
7
"Types of Employer-Employee Dealing," Monthly Labor Review,
XLI (December 1935), 1457.
Q

A. R. Weber, "Competitive Unionism in the Chemical Industry,"
Industrial and Labor Relations Review, XIII (October 1959), 19.
9Ibid., p. 19.
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Structure of the Unions;

Independent unions, which are unions not

affiliated with a national union, usually limit their jurisdiction to a
single plant.

In a few of the larger chemical companies, the local

unions have formed councils among the various plants, but the council
has no jurisdiction over the locals.

All union matters are handled on

a local basis.
Nature of Independent Union Competition:

Independent unionism in

the chemical industry owes much of its growth and power to the fact
that the workers represented by these unions have in many instances
enjoyed higher wages and more, as well as larger, fringe benefits than
workers in other unions.

These conditions have helped make independent

unions a formidable foe of the national unions and federations when
chemical workers organize.

District 50, United Mine Workers of America

Introduction:

The first national union to assert jurisdiction

over the chemical industry was the United Mine Workers of America.

It

is first necessary to understand the origin of District 50, United
Mine Workers of America, before understanding the connection between
coal miners and chemical workers in the same national union.
Early Stages of Unionism:

The Massachusetts Council of Utility

Workers (later changed to New England Council of Utility Workers) was
formed in 1 9 3 3 . ^

This council was made up of a group of federal labor

unions representing employees in various public utility firms.

*

^ J a m e s Nelson, The Mine Workers 1 District 50 (New York:
Exposition Press, 1955), p. 49.
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In August 1934, the New England Council of Utility Workers held a
two-day convention which was timed to conclude before the convention
of the state branch of the American Federation of Labor.

At this con

vention, the council introduced and adopted resolutions to the effect
that inthe next convention of the AFL,
industrial union charter

the council would request an

for workers in the public utility field of

by-products coke and manufactured gas.

Another resolution adopted read

as follows:
That, whereas there was a close relationship between
by-product coke-making, manufactured gas, and whereas
the workers in the coal industry were completely organ
ized while in gas, coke, and chemical industries only
a fraction were unionized, our president and secretary
were instructed to confer with John L. Lewis with a
view to establishing a relationship between our locals
and the United Mine Workers of America that would be to
the mutual advantage of all the workers in coke, gas,
chemicals and coal industries.*-■*■
Preserving the rule of craft autonomy, the AFL turned down the
request of the New England Council for an industrial union charter.
But, since John L. Lewis was the leading proponent of industrial union
organization, he seized the opportunity of strengthening the industrial
union principle by chartering District 50, United Mine Workers of
America.
The UMWA was composed of 31 districts of various sizes at the
time of the origin of District 50.

The international union wished to

preserve a distinction between the actual coal-mining and the coalprocessing employees.

In order to provide for future expansion in

the coal-mining industry, which would create additional districts,

11Ibid., p. 58.
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provisions were made on the books of the international union to r e 
flect this distinction and to allow for expansion.

Thus, when the

gas, coke and chemical workers became affiliated with the United Mine
Workers as a separate national department, this group was designated
as District 50.

This left the numbers between 31 and 50 for expan-

sion in the coal-mining industry.

19

Soon after District 50 was formed, it became evident that manu
factured gas was a declining industry.

Because of this, a new

interpretation of "coal-processing industries" was developed to
include chemicals derived from coal tar.

This brought the entire

chemical industry into the domain of "fair game" for District 50
since it was difficult to distinguish between coal-tar and non-coal
tar chemicals.
Developments of District 5 0 :
slow growth until 1942.

District 50 experienced relatively

Because of John L. Lewis' estrangement from

the AFL and the CIO, he decided to transform District 50 into a catch
all union which would include all types of workers.

He strayed so

far as to try to organize the three million dairy farmers in the
United States.

It was at this time that one District 50 organizer

remarked, "We'll hang a union button on every udder."
District 50 in Recent Years:

Since World War II, District 50

has suffered great losses in membership.

1 2 Ibid., p.

1Q

From a UMWA claim of 150,000

114.

■^Saul Alinsky, John L. Lewis: An Unauthorized Biography
(New York: G. P. Putnam's Sons, 1949), p. 254.
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members in 1946, the number of members dropped to an estimated 55,000
in 1 9 5 6 . ^

Many of these losses have been due to the fact that Dis

trict 50 seems to have lost its zeal for organizing, but probably more
losses have been due to the UMWA's policy of noncompliance with the
non-Communist affidavit requirement of the Taft-Hartley Act.-*--*

The International Chemical Workers Union-^

Introduction:

The International Chemical Workers Union is one of

the youngest unions in the United States and Canada, having been founded
in 1944.

At the present time (1960) the membership totals almost

100,000.
Early Stages of Unionism:

With the advent of the New Deal in the

1930's accompanied by a change in the government's attitude toward
labor unions, organization in the chemical industry was carried out
on a much wider base, and a number of AFL federal labor unions were
formed in the industry.
Successful organization in the Midwest in 1937 led to the establish
ment of a district council in Chicago composed of what are now ICWU
Locals 4 and 5 (Chicago, Illinois), Locals 12 and 68 (East St. Louis,
Illinois) and Local 73 (Elyria, Ohio).

The council was set up to

^Weber, j0£. cit. , p. 20, from Daniel Bell, "No Boom for
Unions," Fortune, June 1956.
1 5 Ibid., p. 2 0 .

Unless otherwise noted, all of the information on the history
of the ICWU was given by Mr. Marvin Friedman, Assistant Director of
Research and Education, ICWU.
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coordinate the activities of the various federal labor unions in the
chemical industry and to plan for organizing those workers in organized
plants.
First National Organization:

In April 1940, H. A. Bradley, an

AFL staff organizer, was given the job of organizing the industry on
a national basis.

His first assignment was to establish a council of

chemical workers unions.

On September 7, 1940, the International Coun

cil of Chemical and Allied Industries Union was formed in Akron, Ohio,
and Bradley became president.
There were 54 delegates from 42 federal labor unions in attendance
at the founding convention.
in 19 states.

These delegates represented 9,910 members

By 1944 the council had increased to the point where it

included 161 locals with a membership of almost 29,000.
The Development of the U n i o n : At the Cleveland, Ohio, convention
in September 1944, AFL President William Green chartered the Council
as the International Chemical Workers Union.
president.

H. A. Bradley was elected

Thus, the ICWU, with 199 local unions and 30,000 members,

was born.
By 1947, membership in the ICWU had climbed to over 50,000.

In

1948 the International Union acquired its own headquarters building
in Akron, Ohio.
Internal Conflicts:

The ICWU has not been without internal strife.

At the Chicago convention in 1954, H. A. Bradley, president since the
founding of the union, was defeated, and First Vice President Edward R.
Moffett was elected president.

This change in officers was the result

of an internal union dispute which began at the Cleveland convention
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in 1953. The main issue in the dispute was a difference between the
president and a majority of the executive board over the constitutional
authority of the board between conventions.
Moffett's election did not stem the great wave of dissention that
grew out of the fight in 1953-54. As a result, Moffett served one term
and was defeated in 1956 by Walter L. Mitchell, a former vice president
of the ICWU.
Cooperation and Harmony:

Since 1955 the ICWU and the Oil, Chemical

and Atomic Workers International Union have been cooperating on many
matters.

One example is the joint organizing committee.

This committee

draws up lists of plants to be organized with the understanding that,
once a plant has been assigned to one of the two unions, the other union
will not enter the campaign.
In the area of company-wide activities, the two unions have also
cooperated extensively.

Whenever both unions have councils for the

same company, it is now the practice for the company-wide councils of
both unions to meet jointly.
In 1957 the ICWU raised the per capita tax with the increase going
exclusively to a strike fund.

This strike fund appeared to be the sig

nal for a return to unity which had been missing in the Union since
1953.

It is the hope of the International Union officers that the

devotion and loyalty of the thousands of men and women in the Union
will result in an effective organization.
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The Oil, Chemical and Atomic Workers
International Union^-^

Introduction:

The history of the Oil, Chemical and Atomic Workers

International Union is really the history of two different unions— -the
United Gas, Coke and Chemical Workers of America and the Oil Workers
International Union.

On March 4, 1955, a joint convention of delegates

from these two unions voted to adopt the present constitution of QCAW
and to merge the two unions into one.

At the time of the merger, the

membership of the OCAW totaled approximately 175,000 of which 57,000
were employed in the chemical industry.^®
Oil Workers International U nion:
Early Stages of Unionism:
dates back to World War I.

The organization of the oil workers

During this time the AFL chartered a num

ber of local unions of oil workers in California and Texas.

In 1918,

a number of these locals petitioned the AFL to set up an international
union for the oil workers.

The original union was chartered under

the name of the International Association of Oil Field, Gas Well and
Refinery Workers of America.

The first convention was held in El Paso,

Texas in 1918.
The Development of the U nion:

The Union was very successful in

its early years, not only in California and Texas, but also in Oklahoma
and other oil producing states.

The peak of the Union's strength was

^ U n l e s s otherwise noted, all of the information on the history
of the OCAW was given by Mr. E. E. Phelps, Director, Research Department,
OCAW.
^®Weber, oj>. ci t ., p. 23.
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reached in 1921, and then, like all other unions during the 1920*8,
began to decline.

By 1933, the membership had dwindled to about 350.

With the passage of the NRA and with the change in the attitude
of the courts in the 1930's, the oil workers, as well as workers in
other industries, began to organize at a rapid pace.
In 1935 the

president of the oil workers joined with presidents

of other unions within the AFL to establish the Committee for Indus
trial Organization.

In 1937 these unions withdrew from the AFL to

form the Congress of Industrial Organization.

The oil union thus

became one of the original CIO unions.
Changes and Growth in the Union:
the Oil Workers'

In 1936 the constitution of

Union was changed to assure that the union should

be fully controlled by the rank-and-file membership through democratic
processes.
CIO.

The name was changed to Oil Workers International Union,

In 1940 the constitution was further changed to provide that

officers would be elected by membership referendum rather than by
the convention.
Growth of membership in the union was substantial during the
period 1940-46 because of organizing drives conducted jointly with
the CIO.

After 1946, growth continued at a somewhat slower rate.

International Organization:
of local unions in Canada.

In 1948 the OWIU chartered a number

Organizing has been quite rapid there.

Improvements in wages and working conditions has been little short
of phenomenal.

Within a few years after the union began to organize

the Canadian workers, the wage rates of the workers were brought up
to levels not far below those in the United States and far above
other industries in Canada.
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United G a s , Coke and Chemical Workers of Amer i c a ;
Early Stages of Unionism:

The origin of the Gas, Coke and Chemical

Workers is to be found in the United Mine Workers of America when the
latter union was still a part of the AFL.

The UMWA sought to unite the

workers in such industries as coke and artificial gas production which
used coal as a fuel.

After the split away from the AFL, the UMWA formed

its famous "District 50" as a branch of the union and designated it to
cover "gas, coke and allied products" made from coal.
After John L. Lewis, President of the UMWA and of the CIO, split
with the CIO, District 50 was expanded to become a "catchall" branch
of the Mine Workers.

Gas, coke and chemical workers were relegated to

the position of being a mere division of District 50.
This action on the part of Lewis was not received well by the g a $
coke and chemical workers.

They had developed strong loyalties to CIO,

and they wanted full international union status of their own.
The Development of the U n i o n ;

In June 1942, the leaders of various

gas, coke and chemical locals of District 50 met with the CIO executive
board to discuss the possibility of setting up a new. International union
for their phase of the industry.
time by the CIO.

No immediate action was taken at this

In September of the same year, delegates from several

gas, coke and chemical locals met and formed an international which
they named "United Gas, Coke and Chemical Workers of America."

They

applied for, and were granted, a CIO charter.
At the first convention, the delegates represented only about 5,000
workers.

Within the next few months, several other groups swung out of

District 50 to join them.

Organization of additional members proceeded

slowly until 1950 when organization began very rapidly.

When the GCCW
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merged with the Oil Workers International Union to form the Oil, Chemi
cal and Atomic Workers International Union in 1955, it represented
nearly 1 0 0 , 0 0 0 workers in numerous branches of the chemical industry.
Internal

D i f f i c u l t i e s : ^

internal difficulties seemed to plague

the GCCW from the very beginning.

In 1944 the entire Canadian member

ship of the CIO Chemical Workers withdrew and joined the ICWU.

From

1947 to 1949 the Union was concerned with the ouster of an active
Communist faction.
a mass secession.

In late 1949 a number of southern locals attempted
In 1952 a split in the international's executive

board culminated in an open political battle and a change in the top
leadership.
Added to all of these troubles was the fact that the Union was
continually faced with financial difficulties.

The Union remained

solvent only because of generous subsidies from the CIO.

It was

because of these financial troubles that the merger with the OWIU
took place.

The CIO could not subsidize the Chemical Workers indefi

nitely so the parent organization recommended the merger of the two
unions.
This, then, is the picture of unionism in the chemical industry
at the present time.

There is no doubt that the independent unions

now represent more workers than any of the trade unions in the indus
try.

Whether this picture will remhin the same in the future is open

for conjecture.

Unless the national unions engage in more forceful

organizational activities than they have in the past and unless these

19Ibid., pp. 22-23.
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national unions are more successful in the future in obtaining higher
wages, more fringe benefits, etc. than the workers represented by
independent unions, it may be assumed that the latter will continue
to expand in the chemical industry.

Competition among the Unions
in the Chemical Industry

Competition among all unions in all phases of the chemical industry
is unusually severe relative to other fields of manufacturing.

One of

the main reasons for this condition is that the independent unions have
succeeded in establishing such a stronghold in the industry.

It follows,

logically, that each of the international unions in the industry exerts
influence on the workers at the time of negotiations for a new contract.
When questioned*on this matter of pressure from the national unions,
an Industrial Relations Manager for a Baton Rouge, Louisiana plastics
firm said, "Each year when the contract expires, the vultures come
swooping down."

90

The workers in his plant are represented by an

independent union.
Although the independent unions probably are pressured more than
the locals of international unions, the latter must be constantly on
the alert for competing unions trying to make inroads into a firm
already organized.

In some cases, the competing unions have established

a spirit of cooperation. The ICWU and the OCAW have entered into a "no
raiding" agreement.

These same two unions also cooperate where each

has locals within the same company.

Here, they have formed joint

^ P ersonal interview, May 31', 1960.
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councils to keep all representative locals in the company informed on
all phases of collective bargaining.

Therefore, competition between

these two unions is not as intense as it is in other areas.
District 50, UMWA appears to use pressure tactics against other
unions more than any of the unions in the industry although all are
somewhat guilty of this practice.

In five of the firms contacted in

this study, District 50 had brought influence to bear on workers who
were already represented by a local of an international union.

The

Teamsters’ Union has also used pressure on workers in chemical plants
with an existing bargaining agent.

21

In addition, various crafts in

some firms have defected to locals of internationals of their own
particular fields.

Among these have been the pipefitters, electricians,

and boiler room workers.

Competitive Practices of the Unions

Although the proselyting of workers in a bargaining unit is the
most notable factor in the discussion of competition among unions in
the plastics industry, some type of inducements must be offered for
the unionized worker to consider the idea of defecting to a competing
union.

Among these inducements are (1) the services the international

union can offer to a local; (2 ) the authority or autonomy of the local;

21

The Teamsters petitioned for an NLRB hearing which was to
be held on July 21, 1960 for purposes of trying to become the bargain
ing agent for an ICWU composite local representing 950 workers in the
Los Angeles, California area.
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(3) the strength of an international within a particular company; and
(4) the rewards to workers who are instrumental in persuading fellow
workers to change union alliliation.
in order.

Each of these will be discussed

Another thing which must be considered here is the money

factor— initiation fees, per capita tax, and monthly union dues.
Services Available to the Local Unions:

Throughout the history

of the labor movement in the United States, the national and inter
national unions have stood ready to aid their local unions.

Until

recent years, the principal aid given was in collective bargaining
and contract negotiations.

Because of the competition from other

unions, it was necessary for the internationals to offer more in the
way of service.

Today, each of the unions in the plastics industry

offers a wide range of services to combat the threats of other unions.
Some services are stressed more by one union while another ser
vice is accented more by a competing union.

District 50 uses a large

staff of field representatives to help local unions, but has not done
much in the way of education and research.

The ICWU emphasizes its

education and research department with Dr. Otto Pragan as its direc
tor.

This union conducted four seminars in 1960 for local union

officers.
locals.

The ICWU also has a permanent safety committee to aid
A legislative department is maintained in Washington, D. C.

In addition, strike benefits and aid in negotiations are services
available to locals by this union.

In the interview at ICWU head

quarters, Dr. Pragan said that "the rank-and-file union member wants
quality more than quantity ."22

22personal interview, June 28, 1960.
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Until recent years, the OCAW did not offer adequate service in
either field representatives or in education and research.

The latter

is now under the direction of Mr. E. E. Phelps and has shown a marked
improvement.

This union has always pointed with pride to its legal

department.
Authority or Autonomy of the L o c a l :

The extent of authority or

autonomy of the locals is extremely important in the unions represent
ing workers in the plastics industry.

The locals of the international

unions want to have a free hand either in (1 ) carrying out policies
and directives from the parent body or (2 ) in making policy and deter
mining for themselves how the local should operate.
With regard to the independent unions, there is no problem of
interference by an international.

In practically all cases, each

local formulates its own policies, rules, and regulations.

Here again

is a strong argument against affiliation with an international.

The

fear of dominence by the international body has been the deciding
factor in many certification elections where an international union
has attempted to become the bargaining agent for workers represented
by an independent union.
In contrast to the freedom enjoyed by the independents is the
autocratic rule of District 50 over its locals.

The international,

in this case, makes policy even without benefit of a

c o n v e n t i o n .

Many locals of District 50 have defected to other internationals
because of this authoritarian rule.

2^Weber, o£. cit., p . 28,

23
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Between these two extremes is the autonomy vested in locals of the
ICWU.

The international prescribes procedures for trials; sets the

minimum and maximum initiation fees, minimum and maximum monthly dues,
and per capita tax; defines the jurisdiction of locals; and provides
for a method of entering into a strike.

However, all of these provi

sions are set forth in a constitution adopted by a constitutional
convention.
local.

In contract negotiations the bargaining is done by the

Only in ‘
cases where locals join together in company-wide or

industry-wide bargaining is the international a party to the

a g r e e m e n t .

In the event a District Council is formed, the constitution states that
"District Councils shall in no way interfere with the autonomy of a
local union.I,25
The Strength of an International within a Particular. Company:

It

has already been brought out that the ICWU feels that one of its most
effective arguments in organizing workers is to point to other plants
in the same firm in which locals of the ICWU are the bargaining agents.
This union has done an admirable job in this connection with the plants
of American Cyanamid and Lever Brothers.26

The OCAW and District 50

also use this same approach in firms where their locals are entrenched.
These internationals point out that it is not the number of locals
within one firm that is important but that the bargaining strength of
every local is increased with each new affiliation.

^International Constitution, ICWU, Amended O c t . 9, 1959,
Article XVIII, Section 1, p. 38.
25Ibid. , Article XVI, Section 43, p. 36.
26See Chapter II, p. 27.
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The Rewards to Workers Who are Instrumental in Persuading Fellow
Workers to Change Union Affiliation!

Personal gain is probably the

least important of the inducements offered by unions, but it can be
an important factor in some instances. The union realizes that among
workers, as well as among other groups, certain individuals are re
garded as leaders.

It is to these workers that the unions make

special offers.
In some instances, these offers are in the form of monetary gain,
but more often a promise of an office in the local is the reward.

One

international union official contacted in this study said that his
union had never paid out money to have workers act as "organizers"
for his union.

Most generally, his union offered to aid in obtaining

an office in the local.
Initiation Fees, Monthly D u e s , and Per Capita Tax of the Unions:
Tied in closely with the inducements offered by internationals is the
matter of cost to the union members.

It is on this point that the

independent unions base their strongest arguments in the struggle
against the internationals.

Each of the independent locals can set

their own initiation fees and monthly dues.
fee in many of the independent locals.

There is no initiation

Since there is no parent body,

as in an international, there is no per capita tax to be paid.

The

international counters this argument of low cost to members by show
ing the workers what they can get for their money by the international's
help in negotiations, legal aid, strike benefits, educational oppor
tunities, and effective lobbying on the state and federal levels.
By 1956, initiation fees for ICWU locals could range from a
minimum of $2.00 to a maximum of $15.00, for OCAW locals the range
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was a minimum of not less than one month's dues to a maximum of $25.00,
and for District 50 locals the fee was a rigid $5.00.27
ICWU raised the maximum to $25.00.^®

In 1 9 5 9 s the

The flexibility of the ICWU and

OCAW permit the locals to keep their fees low when faced with competi
tion from rival unions.

In fact, where locals have been under pressure

of competition from other unions, there have been instances where inter
nationals have waived fees for new members.
The monthly dues for the ICWU locals in 1956 could range from $1.50
to $4.00, for OCAW locals from $2.00 to $5.00, and for District 50 locals
the dues could not exceed $3.0 0 . ^

In 1959, the ICWU raised the dues

to a $3.00 minimum while the OCAW put a $3.00 minimum and an $8.00
on

maximum on their monthly dues.
The monthly per capita tax in 1956 for ICWU locals was $1.00, for
OCAW locals $1.35, and for District 50 locals $1.50.31

^his meant,

then, that while District 50 locals could set the monthly dues from
zero to $3.00, they were required to pay into District 50 a sum of
$1.50 each month for every member.

In effect, the per capita tax was

^ Sourcebook of Union Government, Structure, and Procedures
(New York: National Industrial Conference Board, Inc., 1956), pp. 52,
171, and 184.
OO

Proceedings of the Sixteenth Annual Convention, International
Chemical Workers Union, Cleveland, Ohio, 1959, pp. 202-212.
^Sourcebook of Union Government, Structure, and Procedures,
o p . cit., pp. 52, 171, and 184.
3°ICWU Constitution, Article XVI, Section 17, p. 25.
OCAW Constitution, 1959, Article X, Section 1, p. 29.
31

Sourcebook of Union Government, Structure, and Procedures,
op . cit., pp. 52, 171, and 184.
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the lower limit of the monthly dues.

By 1958, both the OCAW and District

50 had raised the per capita tax to $2.00 per month and that of the ICWU
had gone up to

$1.50.

In 1959, the ICWU increased the tax to $ 2 . 0 0 . ^

To summarize, at the

present time, the initiation fee of the ICWU

and OCAW locals must be at least $2.00 and can be as high as$25.00.
The same

fee for locals of District 50 is pegged at$5.00.

The

ICWU

locals now must set the monthly dues no lower than $3.00 while the locals
of the OCAW must be within the $3.00 to $8.00 range.
have a monthly

District 50 locals

dues range of zero to $3.00, but the $2.00 per capita tax

sets the lowerlimit of the dues.

Both the ICWU and the OCAW locals

also now pay a $ 2 , 0 0 per capita tax.
After looking at these costs to union members, it is evident that
the independent locals can put forth a very convincing argument for
their cause.

On the matter of the per capita tax the independents are

especially emphatic.
payment in many cases.

Even locals of internationals object to this
When the ICWU recently raised the tax to $2.00,

many of the locals were unable to raise the monthly dues by an amount
equal to the increase in the tax.

As a result, the increased tax meant

a monetary loss to these locals.^3

ICWU Constitution, o p . c i t ., p . 25.
OCAW Constitution, o p . c i t .,p. 29.
^ I n f o r m a t i o n obtained in personal interview, June 28, 1960.

CHAPTER IV

THE INFLUENCE OF PLANT AND LOCAL UNION SIZE
ON INDUSTRIAL RELATIONS EXPERIENCE

The history of industry in the United States is characterized by
the growth from the small owner-operated plants employing very few
workers to the multiple-plant firms of today employing thousands of
workers.

With this industrial transition, the personal approach and

informal atmosphere changed to an Impersonal relationship between
employer and employee.
There is much to be said for the small plant where the owner
calls each of his employees by his first name.

The workers usually

think of working hard in order to keep the owner's respect.

In

return, the employees feel that they will share in any rewards gained
by their diligent efforts.

This is in direct contrast to the employee

of a large corporation who feels that since he is helping the firm to
make profits, he should be repaid in the form of higher wages, better
working conditions, and more fringe benefits.
but what these two attitudes prevail.

There is not much doubt

In one small plant in the Mid-

West, the Plant Superintendent said:
Our plant has been in operation for eleven years. We
have never laid off a worker because we only hire when
we are sure the man will have a permanent job.
If we
get rush orders, the men usually volunteer to work over
time to keep me from hiring men temporarily. We have
no sick leave plan, but Mr. X., the owner, is very liberal
in this respect. For example, one of our workers had an
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appendectomy two weeks ago. Although he won't be able
to do his regular job for another two weeks, this man
will not lose one cent of pay.
In addition, our com
pany pays the full cost of our hospitalization plan.
Our wages aren't quite as high as some others in the
area, but our workers have agreed that they would not
be as well off with a union and higher wages. These
men know we raise wages when we can afford to do so.^
In spite of this friendly attitude between employer and employee
in many small plants, the feeling is not universal, nor is it the rule
in the great majority of the cases as is generally believed.

In this

study a number of reasons were found for this changed attitude in the
smaller plants.

Probably the major reason is that many of these small

plants are part of a multi-plant operation of a large corporation.
Here we find a plant manager or works manager who is a paid employee
acting as an agent for the employer.

His impersonal attitude is the

same as that usually prevailing in a large plant.

The workers are

there for one reason-~to get production out as efficiently as possible,
or so the manager believes.
Another reason for this changed attitude is the militant employer
in many cases.

Some of these men have been successful by hard work

plus the usual amount of luck and above average intelligence.

They

feel that they have the right to be master over those who must labor
in their plants for a livelihood.

In one small plant, the owner and

president put it this way:
I operate my plant to make a profit.
If the workers aren't
satisfied, let them quit.
Since most of them own homes
here, I'm not afraid of losing many of them.
When asked what he would do if the workers attempted to organize, this
man replied:

1

■‘•Personal interview, June 18, 1960.
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I'd lock my doors until they got the idea out of their heads.
I can hold out longer than any of my workers.^
Finally, the unions have had their effects on the relationships
between labor and management in the small plants.

Prior to the fed

eral legislation passed in the 1930's favorable to labor unions,
employers could manage their operations without fear of collective
action on the part of the employees.

With the passage of the Wagner

Act in 1935, the workers not only had the right to organize, but there
was also a governmental board to see that labor's rights were protected.
This meant that the workers now could organize and get away from the
paternalistic attitude which was characteristic of many owners of small
plants.

One union official in a small plant explained the feelings of

the workers in this manner:
Hr. X had always treated us o.k., but we always felt that
we owed him something for whatever he gave us. Now we get
things by bargaining for them.
It makes for more cohesion
in our work force.^

Strike Experience

Management and union officials were contacted separately on the
matter of strikes.

The unions were asked questions on conditions pre

vailing in the plants at the time the locals became bargaining agents
for the workers. Management officials were not asked to supply this
information.

O
Personal interview, June 21, 1960.
^Personal interview, June 23, 1960.
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Table IV, page 61, shows the results obtained from questions
answered by management personnel in this study.
participated in this work.

Twenty-six plants

Of these twenty-six plants, twenty-one

employed workers who were members of locals of international unions.
One company's workers were represented by an independent local while
four of the plants did not have a union representing the workers.
It is interesting to note that in the majority of the unionized
plants, all of the workers belonged to the local.

In only one case

did the percentage of union members fall below 88 per cent, and that
was in a plant employing only 12 workers of which 8 , or 67 per cent,
were organized.

Of the 7409 workers eligible for membership in unions

in these twenty-six plants, 5675, or 77 per cent, were organized.

If

we disregard the one large unorganized firm employing 1300 eligible
workers, this percentage figure increases to 93 per cent.
More important than the number of organized workers in this
study is the evidence of good industrial relations between union and
management if the number of strikes can be used as an indicator.

In

the twenty-six plants studied, there had been a total of 9 strikes
lasting a combined total of 143 days.

This is an average of 16 days

per strike or on the basis of 26 plants, an average of 5% days per
strike.

No plant had had more than one strike, and only one of the

nine strikes had lasted more than 22 days.

In the unionized plants,

the workers had been organized from 3 to 24 years while in the plants
which were not organized, operations had begun from 2 to 14 years
before this study was made.

This record would be amazing in any

industry, but in one which is characterized by competitive unions,
it is almost unbelievable.

Table IV
A. Selected Study of Unionized and Non-Unionized Workers,
Number of Strikes, and Man-hours Lost Due to Strikes

Year
plant
was
organized

No. of
workers
eligible
for
unions

No. of
workers
organized

Per cent
of
workers
organized

No. of
strikes

Duration
of
strike

Man-hours
lost due
to strikes

1952

70

70

100

1

10 days

5,600

1951

23

23

100

1

3 days

550

1950

50

50

100

0

0

1936

80

80

100

0

0

1954

55

55

100

0

0

1953

472

462

98

1

1945

31

31

100

0

1943

360

330

92

1

1957

12

8

67

0

0

1950

38

38

100

0

0

1957

16

16

100

1

1951

800

800

100

0

1954

170

150

88

1

1956

200

200

100

0

0

1955

26

26

100

0

0

1939

1,800

1,600

89

1

1950

326

326

100

0

1950

200

200

100

1

45 days

90,000
0

22 days

7 days

47,900

600
0

10 days

14 days

13,000

160,000
0

18 days

24,000

1955

26

26

100

0

1939

1,800

1,600

89

1

1950

326

326

100

0

1950

200

200

100

1

1954

183

183

100

0

1957

142

140

99

1

1949

737

737

100

0

0

1956

150

150

100

0

0

19591

51

0

0

0

0

19461

100

0

0

0

0

19581

1,300

0

0

0

0

19491

17

0

0

0

0

7,409

5,675

77

9

Totals

1-Plant is not organized.
Source:

0
14 days

0
18 days

24,000
0

14 days

143 days

Year shown is beginning of operations.

Management questionnaires and personal interviews.

160,000

11,200

352,850
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Finally, the number of man-days idle due to strikes also attests
to the record of good industrial relations when compared to the mandays idle in the entire United States work force for the years 19271958.^

In this sample of plastics firms, the man-days idle per worker

involved was 13.5.

In three of the thirty-two years covered by the

BLS survey, the man-days idle per worker involved was comparable to
that of the plastics industry, but in eighteen years of the BLS survey,
the man-days idle per worker involved was higher for all industries in
the United States.

Also, in the plastics industry sample, the average

duration of strikes was 13.6 calendar days.

In only four of the thirty-

two years covered by the BLS survey was the average duration of strikes
less than 13.6 days.

All four of these years were during World War II.

Excluding these four years, the average duration of strikes for the
other twenty-eight years of the BLS survey was 20.9 days and ranged
from 16.9 days to 27.6 days per year.
The total man hours lost for the 7409 workers in the twenty-six
plants studied in the plastics industry sample was 352,850.

This

averages out to just under 6 days per employee lost because of
strikes in plants which have been in operation and/or organized
for from 2 to 24 years.

The highest number of man-hours lost in

any one plant was 160,000 in a plant where 1800 workers were em
ployed.

This is an average of 89 hours per employee or just over

11 days based on a normal 8-hour day.

The workers in this plant

^The American Workers1 Fact Book, Washington D. C . :
States Department of Labor, 1960, 2nd. Edition, p. 315.

United
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have been organized for 21 years; so the hours lost per employee would
average out to just over 4 hours per year.
Looking at still more averages, based on all twenty-six plants,
the average man-hours lost per plant was 13,571.
occurred in the organized plants.

All of the strikes

In these twenty-two plants employ

ing 5,941 workers, the average man-hours lost per employee was about
60, or 7% eight-hour days.

Again, it must be emphasized that these

plants have been unionized for from 3 to 24 years; hence the man-hours
lost record in the plastics industry is much better than the record of
man-hours lost in the entire labor force in the United States.
Settlement of six of the nine strikes was achieved through peaceful
negotiations between union and management.
when the union gave up its demands.

One strike was called off

The other two strike settlements

came about through a third party--one by arbitration and one by
mediation.
Table V, page 64, shows the results of mail questionnaires com
pleted by officials of twenty local unions.
these unions was 7,368.

Total membership in

Thrfee unions gave no figures on the number

of eligible workers in the plant, therefore, no total could be made
here.

In the seventeen unions where both number of union members and

number of workers eligible for membership were available, the totals
were 6,417 and 6,787 respectively.

This means that 91 per cent of

the eligible workers were members of unions.
The oldest local in this study had been organized in 1936 while
the most recent year of organization was 1956.

Nine locals had

experienced a steady growth since the date of organization while
six unions had fluctuations in membership which had shown more workers

Table V
A Selected Study of Union Organization
in the Plastics Industry

Year of
organi
zation

Status of
organiza
tion at time
of recognition

Conditions
involving
recognition

Has rival
union tried
to gain
recognition

Has any
classi
fication
of workers
left your
union

Number
of
S tr ikes

Length
of
Strikes

N o . of
union
members
in 1960

N o . of workers
eligible for
union in
1960

1.

1952

A local of a
rival union
represented
the workers

NLRB elec
tion

No

No -

0

636

2.

1955

No union in
the plant

Rival unions
trying to
gain recog
nition
NLRB elec
tion

Yes--No NLRB
election

No

0

465

520

3.

1954

No union in
the plant

NLRB elec
tion

No

Yes

0

105

115

4.

1939

No union in
the plant

NLRB elec
tion

Yes--NLRB
election

Yes

1

2 weeks

1,550

1,700

5.

1946

No union in
the plant

NLRB elec
tion

No

Yes

1

8 days

1,075

1,200

6.

1943

No union in
the plant

NLRB elec
tion

No

No

0

7.

1949

No union in
the plant

NLRB elec
tion

No

No

1

3 weeks

189

189

8.

1956

No union in
the plant

NLRB elec
tion

No

No

1

6 weeks

15

15

9.

1950

A local of a
rival union
represented
the workers

NLRB elec
tion

No

No

0

322

322

10.

1936

No union in
the plant

NLRB elec
tion

1/
Yes-

Yes

2

18 days
30 days

950

950

11.

1946

No union in
the plant

NLRB elec
tion

No

No

1

1 day

200

200

12.

1955

No union in
the plant

NLRB elec
tion

No

No

0

13.

1944

No union in
the plant

NLRB elec
tion

No

No

2

14.

1955

No union in
the plant

NLRB elec
tion

No

No

15 .

1946

No union in
the plant

NLRB elec
tion

Yes--No NLRB
election

16.

1952

No union in
the plant

NLRB elec
tion

17.

1948

No union in
the plant

18.

1955

19.

20.

261

54
380

380

0

144

163

No

0

269

269

No

No

0

90

90

NLRB elec
tion

No

No

1

5 weeks

139

145

No union in
the plant

Three rival
unions try
ing to gain
recognition
NLRB elec
tion

Yes— No NLRB
election

No

1

5 weeks

26

31

1954

No union in
the plant

NLRB elec
tion

Yes— No NLRB
election

No

1

6 weeks

475

475

1950

No union in
the plant

NLRB elec
tion

No

No

1

1 week

14

14

Source:

Union officials questionnaires and personal interviews

i

One union has a petition pending with the NLRB in Washington, D. C.
One union is to have a formal hearing by the NLRB regional office.

3 weeks
3 months
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in years prior to the date this study was made.

This up-and-down

pattern in membership was due to economic conditions, defections to
other unions, or to the transfer of workers to a plant under the
jurisdiction of another local.
In eighteen of the plants organized by these twenty unions, there
was no union representing the workers at the time of this organization.
In two instances, the present local ousted a local of a competing union
in an NLRB certification election.

In all cases, the locals were certi

fied by an NLRB secret ballot election.

In only three of the elections

did the present local compete with other locals on the ballot.

The

workers had the choice of four unions in one election, and in two elec
tions they had the choice of two unions.
Six locals reported that a competing union had tried to gain
recognition in plants already organized.

Four of these attempts

failed when the necessary number of workers did not sign the peti
tion required for an NLRB election.

In one instance, an election

was held, but the workers voted to retain their local.
case, two rival unions were trying to gain recognition.

In the other
At the time

of this study, one of these had a petition pending with the NLRB in
Washington, D. C., while in the other, a formal hearing was to be
held by the NLRB regional office.
In sixteen of the locals reporting, there had been no defections
to other unions.

In the four reporting some classifications of work

ers leaving the local to join another, practically all were tradesmen
who left to join a union in their own particular field.

The follow

ing is a list of the classifications and the unions defected to:
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(1) Millwrights, Instrument Mechanics, Scales Mechanics, and Machinists
to the International Association of Machinists;

(2) Electricians and

Instrument Mechanics to the International Brotherhood of Electrical
Workers, Machinists to the IAM, and Pipefitters to the Pipefitters Union;
(3) Power House Workers to the Power House Workers Union; and (4) Machin
ists to the IAM, Carpenters to the Carpenters Union, and Electricians
to the IBEW.
In the matter of strikes, the record of these twenty unions is
much different than that shown in Table IV, page 61, in which twentysix management officials supplied the information.

Only nine of the

locals in this report showed no time lost due to strikes.

In the

eleven locals reporting strikes, two had had two strikes each making
a total of 13 strikes overall.

Some locals reported the length of

the strike by days, others by weeks, and still others by months.
length of the strikes ranged from 1 day to 3 months.

The

There was no

report of man-hours lost due to these strikes.
Nine strikes had been settled by negotiations between union and
management without the help of a third party.

One strike settlement

came about through negotiations with the help of federal mediation
while state mediation officials along with negotiations brought an
end to another strike.

In two cases, the dispute had to go to arbi

tration to be settled.
Table VI, page 67, shows the strike experience by size of the
local unions.

These figures were taken from the two previous tables.

The. four unorganized plants were not included here.

The number of

workers eligible for unions in these four plants ranged from 17 to
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1300.

Since there had been no strikes among the four and since this

sample of unorganized firms was so small, there was no attempt made
to draw any conclusions as to the influence of plant size on strikes.

Table VI
S tr ike Experience by Size of Local Union
% of
plants
with
strikes

Plants
with no
strikes
reported

6

40

9

11

6

55

5

201-300

2

0

0

2

301-400

4

2a

50

2

401-500

3

2

67

1

501-1000

4

lb

25

3

1001-1500

1

1

1 00

0

1501-up

2

2

1 00

0

Size
of
local
union

Number
of
local
unions

1-100

15

101-200

Source:

Number
of plants
with
strikes

Tables IV and V.
a 0 ne firm had experienced two strikes.
bThis f irm had experienced two strikes.

About the only thing one can draw from the organized firms is that
size has little to do with strike experience.

In the 26 plants employ

ing 1 - 2 0 0 workers, 1 2 , or 46 per cent, of the plants had had strikes.
In the 7 plants employing 500 or more workers, 4, or 57 per cent, had
been struck.

This might mean that smaller plants would tend to have

fewer strikes, but the difference in the size of these two samples is
too great to make this deduction.

Then again, we might look at the
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plants employing 201-300 workers where there had been no strikes or in
the 501-1000 worker plant category where only 25 per cent of the plants
had been struck and deduce that strikes are more prevalent in small
plants than in medium sized plants.

These findings are in contrast

to a study done in 1955 by the Department of Economics of Princeton
University in the Trenton, New Jersey area.

There, it was found in

surveying 81 plants of various industrial pursuits that there was a
steady increase in the percentage of plants with strikes as the plant
size increased.

5

In regard to the length of the work stoppages due to strikes,
the results showed that the longest strikes occurred in the plants
employing 301-500 workers.
from 3 weeks to 3 months.

Here, the seven strikes reported ranged
In the three largest plants (1001-up),

the longest strike reported was 14 days.

Of the 12 strikes occur

ring in plant-size under 200 workers, 7 lasted two weeks or less.
There was one 6-weeks strike and two 5-weeks strikes in this group.
Two plants had experienced two work stoppages due to strikes, but
this was the only indication of poor industrial relations in particu
lar firms.

Approaches to Bargaining

In about half of the small plants contacted (plant-size of 1-200
workers) , the chief bargainer for management had decision-making

^Sherrill Cleland, The Influence of Plant Size on Industrial
Relations (Princeton, N. J . : Industrial Relations Section, Department
of Economics and Sociology, Princeton University, 1955), p. 53.
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authority.

In all cases this was either the Industrial Relations

Manager or the Plant Manager.

This fact expedited negotiations to

some extent because the agreements at the bargaining table did not
have to be reviewed by higher management.

This advantage was offset

in all cases somewhat, except one, by the fact that the local union
bargaining representative did not have final authority in agreement
proceedings.

In cases where an international representative was

present at the bargaining sessions, the agreements could be completed
more quickly than was the case where the local representative engaged
in bargaining and then contacted international headquarters for author
ity to complete the agreement.

The lone exception in the case of the

small plants was where an independent local had no higher authority
and, therefore, could ratify agreements immediately.
One factor which helped speed up negotiations in many instances
was pattern bargaining.

In some cases, this resulted from one inter

national union representing the majority of the plants in a multi
plant firm.

In other cases the pattern was set in a particular area

by another plastics firm or even by a firm in a different industry.
In any event, the smaller plants usually followed the example of the
larger ones.

Since decisions had already been made, negotiations

could be completed quickly.

The unions' influence on the unorganized

plants was evidenced by the remark of the plant manager of a large
unorganized plant.

When asked if the unions in the industry and in

the area had any effect on the wages, working conditions, and fringe
benefits in his plant, this man answered:
I'm sure they have had their effects on wages, but I am
not sure how much effect they have had on other things.
Let me put it this way. Many times when I make decisions
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affecting my workers, I stop and think, would I do it this
way if there was a union in my plant?^

Labor Costs and Value of Capital
Equipment Per Employee

From the same study of the twenty-six plants which furnished the
information found in Table IV, page 61, comes the information in
Table VII,

page 72.

An attempt was made here to find what the labor

cost was as a percentage of total production costs in each of the
plants.

Management was also asked the value of capital equipment

per employee at present-day prices.
As can be seen from the figures, a wide range is evident in both
labor costs and in value of capital equipment per employee.

The for

mer ranged from 3 to 75 per cent while the latter range was from a
low of $ 2 0 , 0 0 0 to a high of $ 2 0 0 ,0 0 0 .
The results from these questions serve no useful purpose in this
study since they range from the sublime to the ridiculous, but it
does serve to point out that in many cases, management cannot or does
not attempt to analyze costs.

It is the belief of this writer that

in many cases the figures were obtained from an unqualified person.
In such a competitive industry as chemicals in general and plastics
in particular, it would behoove any prudent manager to be aware of
production costs.
In an industry so highly automated as plastics, labor costs should
be low relative to other manufacturing industries.

An educated guess

made from other studies done in this field would be that labor costs

^Personal interview, June 2, 1960.
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would range from 10 to 20 per cent of total production costs.
would, of course, depend on a number of factors.
the scale of operations.

This

Foremost would be

It has already been mentioned that the indus

try is a prime example of a decreasing cost industry.

Another factor

which would affect the labor costs would be the age of the plant.
Here it is assumed that the newest plants would have the most modern
and most automated equipment.
low.

Thus, labor costs should be relatively

In the study, one firm with 170 employees estimated labor costs

as 60 per cent of the total cost of production.

In a plant employing

70 workers, the labor cost was estimated to be 3 per cent of total
cost of production.

Both of these plants were organized--the former

for ten years and the latter for eight.

Obviously, both estimates of

labor costs are wrong since one appears too low and the other too high.
It is inconceivable that labor costs in one plant would be twenty times
as high as those of another plant in the same industry.

If the figures

were true, ceterus paribus, one firm should be able to undersell compe
titors while the other would soon be out of business because of exces
sive costs.
In the "value of capital equipment per employee" category, again
we have figures that in some instances appear to be wild guesses.
There is no reason why the cost accounting department should not be
able to give some fairly reliable estimates here, but evidently this
is not the case.

If the firm based its profits on a return on invest

ment, the relative profits of the plant of 472 employees and $200,000
per employee evaluation of capital equipment would be low compared to
the plant with 16 employees and a value of capital equipment per
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Table VII
A Selected Study of Labor Costs and
Capital Equipment Evaluation

Labor costs
as a per
centage of
total cost
of produc
tion

Value of
capital
equipment
per em
ployee at
1960 prices

Labor costs
as a per
centage of
total cost
of produc
tion

Value of
capital
equipment
per em
ployee at
1960 prices

3%

$55,000

NA1

NA

3.5%

50,000

DNA 2

DNA

NA

36,000

DNA

DNA

NA

33,000

NA

NA

15%

NA

DNA

DNA

25%

200,000

NA

NA

15%

30,000

DNA

DNA

10%

30,000

30%3

NA

50,000

30%

75%

40,000

NA

NA

8%

20,000

NA

NA

NA

25,000

25%

60%

25,000

NA

Source:

$50,000
76,500

45,000
NA

Management questionnaires and personal interviews.
^-Figures not available.
^Management officials did not answer because they deemed
this information confidential.
^Figures include salaried personnel also as no breakdown
in the figures could be made.
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employee of $ 2 0 , 0 0 0 unless, of course, the larger firm controlled a
major part of the market and could thus administer prices.

Since

the industry is one of large-scale operations, the equipment evalua
tion would seem more likely to decrease up to a point as more workers
are hired.

Again, this might not be true if we are comparing plants

in which one is almost entirely automated while the other is not.
This evidently is not true of the two firms in question since labor
costs of the larger plant were estimated to be 25 per cent of cost
while in the smaller at 8 per cent.

CHAPTER V

THE INFLUENCE OF PLANT AND LOCAL
UNION SIZE ON FRINGE BENEFITS

Introduction

Supplementary or "fringe benefits" date back to 1946 when John L.
Lewis won an "extra" benefit, in addition to wage increases, for the
United Mine Workers' Union.

The fringe benefit in this case was a

welfare fund for the miners, financed by a contribution from employers
of 5 cents per ton of coal mined.

This levy on the employers jumped

to 20 cents a ton in 1948, and by 1953 it was 40 cents a ton.-*The growth of other fringe benefits has resembled the growth of
the miners' welfare fund until today they constitute a large part of
total labor costs in American industries.

During World War II, wages

were restricted by law, so unions bargained for such things as life
insurance, hospitalization insurance, paid vacations, pensions, paid
holidays, and many other benefits.

Since World War II, the unions

have continued to press for more fringe benefits.
Despite the increasing emphasis placed upon fringe benefits in
union negotiations, many employers have only the haziest idea of the

^Gordon F. Bloom and Herbert R. Northrup, Economics of Labor
Relations (4th Edition; Homewood, 111.: Richard D. Irwin, Inc.,
1961), p. 212.
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costs which their companies have assumed with respect to such benefits.
Although it is difficult to determine the costs of fringe benefits,
some idea of their importance can be seen by statistics compiled by
the United States Department of Commerce.

These figures show that

in 1960, employers spent approximately $16 billion on supplementary
benefits legally required for various types of insurance such as unem
ployment insurance, old-age and survivors insurance, etc. plus employer
contributions to private pension and welfare f u n d s . ^

It should be

emphasized that these contributions represent only a part of the costs
of fringe benefits today.

Estimates place the cost of paid vacations,

paid holidays, rest periods, and other benefits at about 50 per cent
of the total cost of fringe benefits.
A biennial study done by the Chamber of Commerce of the United
States gives a better picture of fringe benefits than the figures com
piled by the U. S. Department of Commerce.

The last study, done in

1959, covered 1,064 employers in both manufacturing and nonmanufactur
ing establishments.

The average payment in 1959 was 22.8 per cent of

payroll, 54.8 cents per payroll-hour, or $1,132 per year per employee.^
There was no definite relationship between size of company and amount
of fringe benefits.

^Ibid., p. 214.
^Ibid., p. 214.
^Ibid., p. 216.
~*Ibid. , p . 216.
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Another study done by the Chamber of Commerce shows the rapid
growth of fringe benefits from 1947 to 1959. During this period, fringe
payments rose from 14.7 per cent of payroll in 1947 to 24.6 per cent
of payroll in 1959 in the 108 reporting firms.

On a cents-per-hour

basis, benefits tripled from 20 cents per payroll-hour in 1947 to
62.6 cents in 1959.

On a doliars-per-year basis, benefits rose from

$418 in 1947 to $1,281 in 1959--an increase of over 200 per cent.®
In addition to the studies already mentioned, two studies done
by the United States Department of Labor, Bureau of Labor Statistics,
add proof to the spectacular growth in fringe benefits.

The first of

these studies was a comparison of fringe benefits in 1954 and 1956 in
17 major labor markets.

The following are the results of this study:

(1) Increases in the proportion of plant workers who got 7 or more
paid holidays ranged between 1 and 14 per cent;

(2) Vacations with

3 weeks' pay for 15 years' service became available to an additional
10 per cent of the workers; and (3) Increases in the proportions for
other benefits:

(a) Life insurance, hospitalization insurance, and

retirement pensions--5 to 14 per cent; and (b) Surgical insurance and
medical insurance - - 1 0 to 2 0 per cent.^
This study also showed that the most common paid-holiday provision
Q

in the 17 areas combined called for 6 paid holidays.

6 Ibid., p.

The vacation plan

216.

^"Supplementary Wage Provisions in 17 Labor Markets, 19551956," Monthly Labor Review, LXXIX (November 1956), 1281.
8 Ibid., p.

1282.
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under which more people were covered was one in which the employees
received 1 week paid vacation after 1 year of service, 2 weeks of vacation after 5 years of service, and 3 weeks after 15 years service.

Q

Life insurance was found to be the most common benefit provision.
In the second study conducted by BLS, a comparison of fringe
benefits was made for the years 1953-1959 in 11 major labor markets.
The changes in benefit provisions over this six-year period were signifi
cant.

Total holiday time most commonly paid for increased from 6 to 7

days.

Three-week paid vacations after 10 years’ service were available

to 31 per cent of the plant workers--an increase of 12 per cent.

In

creases in coverage of each type of health and insurance plans studied
were evident also.'*''''
Unless favorable tax treatment accorded fringe benefit payments
is modified in some respects, it seems likely that these benefits will
increase in importance in future negotiations between union and manage
ment.

Under present federal tax laws, employees are not taxed on the

money paid into the various benefit plans by employers.

These payments

are deductible by the employer as a business expense in the computation
of his taxes.

If the employee received additional salary for the ex

pressed purpose of purchasing life insurance or a retirement annuity,

9 Ibid., p.

1283.

l°Ibid., p. 1285.
^"Supplementary Wage Provisions in Major Labor Markets, 19531959," Monthly Labor Review. LXXXII (October 1959), 1128.
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this money would be taxable as income to the employee for federal tax
19
purposes. ^

Because of this treatment of employer contributions to the

benefit plans, union and management have been encouraged to make this
one of the main bargaining issues.

Fringe Benefits in Twenty-Six
Selected Plastics Plants

A survey was made of twenty-six plastics plants to determine the
extent of fringe benefits available to the employees.
page 79, shows the results of this survey.

Table VIII,

The same management offi

cials who supplied the information for Table IV, page 61, supplied the
information for Table VIII.

The paid holidays and shift differential

provisions in these plants are not discussed here.

These two areas

will be covered later in this chapter from information gathered from
union-management contract agreements.
Among the fringe benefits, the two in which all twenty-six plants
participated were the group hospitalization and surgical plan and the
paid vacation plan.

The benefit question to which the answer was "no"

in all cases was in regard to profit-sharing plans.

Only one plant

did not have a group life insurance plan, and only three plants did
not have some form of retirement benefits.

Seven plants had some sort

of a savings plan, and ten plants specified other fringe benefits.
The group hospitalization and surgical plan was non-contributory
in about two-thirds of the plants studied.

Approximately half of the

1 *)
Bloom and Northrup, o£. cit. , p. 220.

Table VIII
Fringe Benefits
Group
Hospital
and
Surgical
Plan

Group
Life
Insurance
Plan

Savings
Plan

Profit
Sharing
Plan

Retirement
Benefits
Plan

1.

Yes

Yes

Yes

No

Yes

1 yr-2 wks
10 yrs-3 wks

2.

Yes

Yes

No

No

Yes

1 yr-1 wk
3 yrs-2 wks
10 yrs-3 wks 20 yrs-4 wks

3.

Yes

Yes

Yes

No

Yes

1 yr-2 wks
10 yrs-3 wks

Yes

Yes

No

No

Yes

1 yr-1 wk
3 yrs-2 wks
15 yrs-3 wks

Yes

Yes

No

No

Yes

1 yr-1 wk

Yes

Yes

Yes

No

Yes

1 yr-2 wks 10 yrs-3 wks
20 yrs-4 wks

Sick leave;
funeral leave;
jury make-up
pay; military
leave make-up
pay

Yes

No

No

No

No

6 m o s .-1 wk

Jury make-up
pay

Yes

Yes

No

No

Yes

1 yr-2 wks 10 yrs-3 wks
25 yrs-4 wks

9.

Yes

Yes

No

No

Yes

1 yr-1 wk 2 yrs-2 wks
10 yrs-3 wks 20 yrs-4 wks

10.

Yes

Yes

No

No

Yes

1 yr-1 wk 2 yrs-2 wks
10 yrs-3 wks 20 yrs-4 wks

11.

Yes

Yes

No

No

Yes

1 yr-1 wk

12.

Yes

Yes

No

No

No

1 yr-2 wks

13.

Yes

Yes

No

No

No

1 yr-1 wk 3 yrs-2 wks
10 yrs-3 wks

14.

Yes

Yes

No

No

Yes

1 yr-1 wk 2 yrs-2 wks
10 yrs-3 wks 20 yrs-4 wks

15..

Yes

Yes

No

No

Yes

1 yr-1 wk

2 yrs-2 wks

16.

Yes

Yes

Yes

No

Yes

1 yr-1 wk

12 yrs-3 wks

17.

Yes

Yes

No

No

Yes

I yr-1 wk 3 yrs-2 wks
II yrs-3 wks

18.

Yes

Yes

Yes

No

Yes

1 yr-2 wks 10 yrs-3 wks
20 yrs-4 wks

19 .

Yes

Yes

No

No

Yes

1 yr-1 wk 3 yrs-2 wks
15 yrs-3 wks

Jury make-up pay;
funeral leave

20.

Yes

Yes

No

No

Yes

1 yr-1 wk

2 yrs-2 wks

Funeral leave;
sick pay

21.

Yes

Yes

No

No

Yes

1 yr-1 wk

2 yrs-2 wks

22.

Yes

Yes

No

No

Yes

1 yr-2 wks 10 yrs-3 wks
25 yrs-4 wks

23.

Yes

Yes

Yes

No

Yes

1 yr-2 wks

24.

Yes

Yes

Yes

No

Yes

1 yr-2 wks 10 yrs-3 wks
20 yrs-4 wks

Sick leave

25.

Yes

Yes

No

No

Yes

1 yr-2 wks 10 yrs-3 wks
20 yrs-4 wks

Stock option and
purchase plan

26.

Yes

Yes

No

No

Yes

1 yr-2 wks 10 yrs-3 wks
20 yrs-4 wks_____________

Stock option and
purchase plan

Source:

Management questionnaires and personal interviews.

Vacation
Plan

Other
Benefits

Free work
clothing
Free safety
shoes
Free overtime
meals

3 yrs-2 wks

1 yr-2 wks

2 yrs-2 wks
10 yrs-3 wks

Free work clothing

Funeral leave;
sick leave; free
overtime meals

10 yrs-3 wks
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plans covered both the employee and his dependents.

Some of the plans,

especially in the larger plants, were very liberal while others covered
only a bare minimum of hospital costs.
Employees in about half of the twenty-six plants contributed to
the life insurance plan while the company financed the entire cost in
others.

In one plant, each employee was covered by a non-contributory

$3,000 policy.

After 5 years service, the employee had the option of

contributing to a plan whereby he would be insured for an amount equal
to two-years pay minus the $3,000.

(For example:

If an employee, after

5 years service, earned $15,000 in two years, he could contribute to a
plan in which he was insured for $12,000.)

Only one plant did not have

any type of a group life insurance plan.
In plants having a savings plan, the most common was one in which
the company matched a stated percentage of an employee's wages if the
employee wanted to participate.

In other plans, the company would con

tribute the smaller portion of each dollar saved up to a specified
amount each month.

One company encouraged the buying of Federal Gov

ernment Savings Bonds by contributing to the purchase price.
Retirement benefits ranged from very low to very high.
the plans were based on wages plus length of service.

All of

The majority

of the plans were non-contributory on the part of the employee.

In

one firm the plan was non-contributory if the employee's wages were
under $400 per month.

If a worker earned $400 or more per month, he

could contribute 6 per cent of his wages into a fund and the company
would contribute a like amount.

Obviously, if the employee chose

this option, the retirement benefits would be greater.

81

As a general rule, the vacation plans of most of the plants studied
were quite liberal.
vacation.

All plans made provisions for at least two weeks

Almost half of the plans provided two weeks vacation after

one year of service.

Twenty of the twenty-six plants had provisions

for three weeks vacation while eleven plants provided four weeks.

All

plants based vacation pay on a normal 40-hour work week in computing
vacation pay, and all provided an extra day if a paid holiday fell
within the vacation period.
Other fringe benefits furnished by some of the plants were funeral
leave, jury duty pay, military-leave pay, and sick leave.

Four plants

gave funeral leave of three days with pay in the case of death in an
employee's immediate family.

Three plants paid the difference between

jury duty pay and the daily wage of an employee summoned for jury duty.
One plant paid the difference between an employee's military pay and
his regular wage in the event the employee had to attend summer reserve
camp.

Other fringe benefits included free work clothing, free meals

to an employee working overtime, and stock option and purchase plans.

Fringe Benefits and Plant Size

From the preceding discussion, it is evident that the plants in
this survey provided extensive fringe benefits.
fits was quite a large item in many plants.

The cost of these bene

The plant manager of one

firm stated that his company was paying out 40 cents an hour to each
worker in fringe benefits.

Another management official said the cost

of his company's fringe benefits was 52 cents per hour excluding the
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group insurance and hospitalization which were both non-contributory
on the part of the employee.

These costs coincide with those found in

1^
the study conducted by the Chamber of Commerce of the United States. J

The cost of these benefits was the basis of more complaints from manage
ment than any other single item in the survey.

It should also be men

tioned that the costs of these fringe benefits do not include shift
differentials which are included with the direct labor costs.
With the exception of the length of vacations, there was little
relationship between size of plant and fringe benefits.^

Table IX

shows the number of plants by plant size which provided four weeks

Table IX
Maximum Vacation by Size of Plant

Size
of
plant
1-99

No.
of
plants

N o . of
plants
with
4 weeks 1
vacation

% of
plants
with
4 weeks'
vacation

N o . of
plants with
maximum
2 weeks 1
vacation

% of
plants wit]
maximum
2 weeks'
vacation

12

2

16.7%

5

42%

100-199

5

1

2 0 .0 %

1

20%

200-299

2

1

50.0%

0

0%

300-399

2

1

50.0%

0

0%

400-499

1

1

1 0 0 .0 %

0

0%

500-999

2

2

1 0 0 .0 %

0

0%

2

2

1 0 0 .0 %

11

0
6

0%

26

1 ,0 0 0 - up

Source:

Table VIII, page 79.

■^See p. 75.
^ S e e p. 75 on the study conducted by the Chamber of Commerce
of the United States.
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vacation and those with a maximum of two weeks vacation.

The percent

ages indicate that as plant size increases (along with increase in
size of locals in organized plants), the vacation plans become more
liberal.

All of the plants surveyed with 400 or more workers pro

vided for four weeks of vacation while less than 17 per cent of the
plants with less than 200 workers made this provision.

In the 200-

299 worker plant-size, 50 per cent of the plants extended the vacation
to four weeks.
In the plants providing a maximum of two weeks' vacation, the
relationship between plant size and length of vacation shows more
clearly how the vacation increases with plant size.
were in the 1-199 worker plant-size.

All of these plants

Of the 17 plants surveyed in this

category, 6 plants or 35 per cent gave a maximum vacation of two weeks.
In the plants employing less than 100 workers, 42 per cent provided a
maximum of two weeks' vacation.
Table X, page 84, shows the other fringe benefits according to
plant size.

Over half of the plants with savings plans were in the

1-199 worker plant-size, but in most cases this was offset by more
liberal plans in other areas.

Of the three plants with no retirement

plan, two were in plants with less than 100 workers, and the other was
in a plant employing 300-399 workers.
As might be expected, "other" benefits
the smaller plants.

15

were found more often in

Six of the plants reporting these benefits em

ployed less than 100 workers.

^ S e e page 81.

Generally, these "other" benefits are
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Table X
Fringe Benefits by Size of Plant

Size
of
plant
1-99

No.
of
plants

Group
life
insur
ance

Hospital
ization
and
surgical
benefits

Savings
plan

Retire
ment
benefits

Other
benefits

12

11

12

1

10

6

100-199

5

5

5

3

5

1

200-299

2

2

2

0

2

0

300-399

2

2

2

1

1

2

400-499

1

1

1

0

1

0

500-999

2

2

2

1

2

0

1 ,0 0 0 - up

2

2

2

1

2

26

25

26

7

23

1
10

Source:

Table VIII, page 79.

found in small plants.

These benefits are to compensate for shorter

vacations, lower wages, or lack of the usual fringe benefits.
It is important to note that the unorganized plants provided some
of the most extensive fringe benefits.
plants

Two of the four unorganized

(one being among the three largest plants surveyed) provided

for "other" benefits.

One industrial relations manager in one of

these unorganized plants admitted that union pressure was one of the
reasons for the extensive benefit program.
matter,

When questioned on this

this man replied:
We're aware of the gains made by unions in the matter of
fringe benefits.
Every time the unions make a gain in
this area, we see that our people are treated as well or,
in most cases, better in the matter of fringe benefits.
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We feel one way to combat unionism is to show our people
they get as much or more than union workers without the
need of paying union dues.

Shift Differentials

A survey was made of twenty-one union-management contracts on the
matter of shift differentials or the premium paid
performed on the afternoon or night shifts.

to workers for work

This premium is an extra

wage over and above the regular wage for theday shift.
of the survey are shown in Table XI,

The

results

page 8 6 .

Plant Size and Shift Differentials

The figures from Table XI have been classified by plant sizes
and are shown in Table XII, page 87.

The survey reveals that plant

size has little bearing on the amount paid extra for the afternoon
and night shifts.

Management and union officials attribute this fact

to industry pattern bargaining.

The general pattern is set by the

larger plants and then copied by other smaller plants.
It Is true that one plant in the 1-100 worker plant-size had
only a 5-cent differential for both afternoon and night shifts and
that these were the low figures for the entire study.

But, in this

same size category was one plant with the maximum differential found
(18 cents) and another plant with the widest range (10 cents) between
differentials.
small plants.

Therefore, one cannot relate low differentials with
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Table XI
Plant Size, Local Union Size, and Shift Differentials
in Twenty-One Selected Plastics Plants
No. of workers
eligible for
unions

Shift Differentials
No. of workers
organized

Afternoon

Night

Range

1,800

1,600

9b

18b

9b

1,200

1,075

10b

17b

7b

800

800

8b

16b

8b

737

737

8b

16b

8b

520

465

7b '

10b

3b

472

462

8b

16b

8b

360

330

5b 1
7b

1 0 b1
14b

5b
7b

326

326

8b

8b

322

322

10b

15b

5b

300

261

8b

15 b

7b

200

200

8b

16b

8b

200

200

7b

14b

7b

189

189

10b

15 b

5b

150

150

8b

16b

8b

142

140

9b

18b

9b

115

105

8b

16b

8b

80

80

12b

15 b

3b

70

70

5b

5b

50

50

9b

18b

9b

26

26

7%b

I7%b

10b

0

0

15
15
6b
6b
.129
Source: Questionnaires, personal interviews, and union-management
contract agreements.
.

■'■Rate paid to workers on rotating shifts.
Other rates in
this firm are for workers who regularly work the afternoon and night
shifts.
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Table XII
Shift Differentials by Plant Size
Size
of
plant

No. of
plants

Range of
shift
differentials

1-100

5

5q-18<£

101-200

6

7<?-18q

201-500

5

7q-16q

501-1,000

3

7c-16d

2

9q-18q

1 ,0 0 1 - up

Source:

Table XI, page 8 6 .

Only two plants in the survey paid the same differential for the
afternoon and night shifts.

One of these plants had the lowest shift

differential (5 cents) found in the entire survey.

One plant paid

shift differentials of 5 and 10 cents for those workers on rotating
shifts, but paid differentials of 7 and 14 cents to workers who were
regularly scheduled to work the afternoon and night shifts.
Over 70 per cent of the plants in the study paid 8 cents or more
for afternoon shift work.

Fourteen, or 67 per cent, of the plants

paid at least a 15-cent differential for the night shift.

The same

percentage held true for those plants with a spread of at least 7
cents between afternoon and night shift work.

Paid Holidays

To determine the number of paid holidays and the days observed as
holidays, the information was obtained by mail questionnaires and by
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personal interviews.
page 89.

The results of this survey are shown in Table XIII,

In this table, numbers 1 through 23 are agreements with firms

in the United States.

The last three are those made with firms in

Canada.
All of the contracts negotiated in the United States provided for
the following holidays:

New Years Day, Memorial Day, Independence Day,

Labor Day, Thanksgiving, and Christmas.

Washington's Birthday was a

paid holiday in ten contracts, Good Friday in nine contracts, Veterans
Day in seven, and December 24th in five.

The Friday after Thanksgiving,

in three contracts, was the only other holiday found in more than two
agreements.
Some of the paid holidays denote the location of the plants covered
by the agreement.

Both contracts in which Mardi Gras Day is a holiday

were negotiated in Louisiana.

The two providing for Patriots Day and

Columbus Day were negotiated in Massachusetts.

The location of the

agreements specifying San Jacinto Day and Texas Independence Day is
obvious.
Two contracts made provisions for "floating holidays."

In one

contract the floating holiday is scheduled by the company during the
Christmas-New Years period after discussion with the union grievance
committee.

In the other contract, the selection of the floating holi

day is to be made, by mutual agreement, no later than January 31 of
the year preceding the twelve month period in which the holiday is to
apply.
The liberal nature of the contracts in regard to paid holidays
is shown by the number of holidays provided.

No contract between union

to

Source:
Union-Management
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X

X

X
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X
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X

X

July 4

ho

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

Labor Day

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

Thanksgiving

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

Christmas

X

X

X

X

X

X

X

X

X

Washington's
Birthday

X

X

X

X
X

X

X

X

X

X

X

X

X

Veterans Day
X

Good Friday
Mardi Gras Day

and

■X

Patriots Day

X

Columbus Day

personal

General
Election Day
San Jacinto Day

X

X

X

Friday after
Thanksgiving

X

X

December 24

Employee's Birthday
Floating Holiday
x
X

X

x

Empire Day
Dominion Day

X

Victoria Day

X

Civic Holiday

X

Boxing Day
X

X

Agreements

Texas
Independence Day

Contract

interviews.

X

X

in Union-Management

Agreements

X

X

Holidays

X

Paid

X

Contract

X
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and management in the United States provided for less than six holidays,
and all except one provided for more than six.

Four of the agreements

contained seven holidays, fourteen contracts made provisions for eight
holidays,
holidays.

two provided for nine, and two contracts specified ten paid
The three contracts negotiated in Canada contained seven

paid holidays.
In nineteen of the twenty-six contracts, no length of employment
was specified before the worker was eligible for paid holidays. Four
agreements called for a worker to be employed for thirty days before
he was eligible, one specified six weeks, one called for sixty days
employment, and one stated ninety days for eligibility.

In some cases,

the eligibility time was the employee's probationary period.
In all of the twenty-six contracts except one,

the worker had to

work on the day preceding and the day following the holiday to be
eligible for holiday pay.

Exceptions to this could be made if the

worker had a good excuse for being absent.

One contract made a n e m 

ployee eligible for holiday pay as long as he worked one other day of
the week in which the holiday fell.
Sixteen agreements specified that if a paid holiday fell on Sunday,
workers would have Monday off, and it would be counted in the hours
worked per week in computing overtime pay.
the preceding Friday off if

One contract gave workers

the holiday fell on

made no provisions if a holiday

fell on Sunday.

Sunday.

Nine contracts

Three contracts co n 

tained clauses in the event

the holiday fell on

Saturday.

ment the workers would have

the preceding Friday off.

In one agree

Another also gave

employees Friday, but it was management's prerogative to give Monday off
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instead of Friday if it made the scheduling of production easier.

A

third agreement gave workers Friday or any other day mutually accept
able to union and management if the holiday fell on Saturday.
In all agreements surveyed, the rate of pay for paid holidays
was based on an employee's normal eight-hour day exclusive of any
shift differential.

Twenty-three contracts specified that if an e m 

ployee worked on a paid holiday, he would be paid at the rate of time
and one-half regular rate for eight hours plus the eight hours' pay
for the holiday.

One contract contained the same provision except

that for work performed on New Years Day or Christmas, the worker
would be compensated at a rate two times his regular eight hours' pay
plus the eight hours' pay for the holiday.

In one agreement the

workers were to be paid for work performed on any holiday at a rate
two times their regular eight hours' pay plus the eight hour^ pay for
the holiday.
agreement.

Management obviously caught the union napping

in one

It specified that the regular eight hours' pay for stated

holidays would be the rule when employees did not work, but if work
was performed on a holiday, the rate would be one and one-half times
the regular rate for eight hours' work.
additional pay for the holiday.

Nothing was said about any

This amounts to a worker receiving

one-half time if he worked on a holiday.
Most agreements contained a clause stating that if a worker was
scheduled to work on a holiday but did not report for work, he would
not receive any pay for the holiday.

One contract which was different

than the others on this matter contained the following provisions:
Before a holiday, the Company shall post a notice stating
what departments, if any, will be open for work on the
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holiday.
Within five days of the posting of such notice,
each employee shall state in writing whether or not he will
work on the holiday.
If an employee signs to work on the
holiday and then does not report for work, he will not
receive holiday pay for not working, except in case of
sickness with a doctor's certificate.
If an employee signs
not to work on the holiday, he may be refused the opportunity
of working at the discretion of the supervisor.
In no case
will an employee be required to give the Company more than
five days notice in advance of any holiday.
A n attempt was made to relate the number of paid holidays to the
size of the plant.

A n analysis was also tried of the more liberal p r o 

visions

of the plans and their relation to plant size.

It was found

that no

relationship could be established between the size of the plant

and either the number of paid holidays or the type of provisions co n 
tained in the contracts.

Some of the most liberal plans were found in

both large and small plants.

It was also true that very conservative

plans were found in both the large and small plants.

CHAPTER VI

WAGE RATES IN THE PLASTICS INDUSTRY

The inflationary spiral in the United States which set in immediately
following World War II made Americans cognizant of the fact that although
money earnings were rising, they were not keeping pace with the rising
cost of living.

Wage earners were one of the classes of society on

which this burden of rising prices fell.

These inflationary conditions

were not confined to any particular areas or to any particular industries.
The lower purchasing price of the dollar was felt by everyone.

This part

of the survey in the plastics industry was made to determine the infla
tionary effects in one isolated area.
The initial step was to find how the chemical industry, of which
plastics are a part, stood in comparison to other manufacturing indus
tries in the matter of wage rates.

Table XIV, page 94, shows the

hours and earnings in all manufacturing industries for March 1959 and
March 1960.

Since the only fair comparison and the only one with

much meaning is a comparison of average straight-time hourly earnings,
these particular figures were analyzed.
In the year covered by these figures, the wage rate (straighttime hourly earnings) for all manufacturing rose from $2.16 to $2.24
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TABLE XIV
Average Hourly Earnings and Average Weekly Hours of
Production Workers, March 1959 and March 1960
MARCH

Average
Hourly
Earnings
ALL MANUFACTURING
CHEMICAL INDUSTRIES
Industrial inorganic
Industrial organic
Drugs and medicines
Soap, cleaning and
polishing prepara
tions
Paints, pigments
and fillers
Gum and wood chemi
cals
Fertilizers
Vegetable and ani
mal oils and fats
Miscellaneous
chemicals
Other Selected
Industries

1959

Average
Weekly
Hours

Average
Straighttime Hourly
Earnings

MARCH

Average
Hourly
Earnings

Average
Weekly
Hours

1960
Average
Straighttime Hourly
Earnings

$2.22

40.2

$2.16

$2.29

39.7

$2.24

2.37
2.64
2.53
2.18

41.3
41.0
41.0
40.8

2.28
2.55
2.44
2.11

2.47
2.73
2.63
2.29

41.3
41.4
41.3
40.6

2.38
2.62
2.53
2.22

2.53

41.4

2.43

2.67

41.9

2.56

2.36

41.2

2.27

2.43

40,8

2.35

1.96
1.72

41.1
43.7

1.89
1.62

2.00
1.82

42.1
40.5

1.91
1.76

1.93

42.9

1.83

2.00

44.1

1.88

2.23

40.8

2.16

2.32

41.0

2.24

r<u.LiLa y p x g i u c u m

and fillers
Gum and wood chemi
cals
Fertilizers
Vegetable and ani
mal oils and fats
Miscellaneous
chemicals

2.36

41.2

2.27

2.43

40.8

2.35

1.96
1.72

41.1
43.7

1.89
1.62

2.00
1.82

42.1
40.5

1.91
1.76

1.93

42.9

1.83

2.00

44.1

1.88

2.23

40.8

2.16

2.32

41.0

2.24

AUTOMOBILES

2.63

40.7

2.55

2.73

40.6

2.64

ELECTRICAL MACHINERY

2.21

40.3

2.14

2.28

40.1

2.22

GAS UTILITIES

2.39

40.5

2.32

2.49

40.4

2.41

ORDNANCE

2.52

41.3

2.42

2.63

41.3

2.53

PAPER PRODUCTS

2.17

42.7

2.06

2.24

42.0

2.14

PETROLEUM REFINING

2.97

40.8

2.87

2.99

40.1

2.91

PRIMARY METALS

2.82

40.9

2.72

2.85

40.2

2.77

RUBBER PRODUCTS

2.47

42.0

2.36

2.48

39.4

2.43

COPPER MINING

2.53

43.7

2.39

2.60

44.4

2.44

LEAD AND ZINC MINING

2.23

39.3

2.18

2.29

40.1

2.23

Other Selected
Industries

Source:

U. S. Department of Labor. BLS« from The United States Economy and the Chemical
Industry in 1960, Research and Education Department, ICWU, p. 8.
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for a gain of eight cents.

The rate for chemical industries rose from

$2.28 to $2.38 for an increase of ten cents.

This ten-cent increase

was more than in any other industry with the exception of ordnance,
which experienced an increase of eleven cents.

Within the chemical

industry, only one division had less than a five-cent increase in
rates in the year covered.

In all divisions except the one mentioned,

the range of increases was from five to fourteen cents.

This compares

favorably with the rate range in all manufacturing other than chemi
cals, which was from a low of five cents to a high of eleven cents.

Money Earnings and Real Earnings
in the Plastics Industry

More important than the money earnings (actual wages paid for work
performed) which were shown in Table XIV, page 94, are the real earn
ings , or the amount of goods and services that money earnings will
purchase.

Put another way, real earnings is the purchasing power of

the dollar.
Table XV, page 96, shows the money earnings and real earnings for
production workers in the plastics industry for the years 1947-1959.
In this case, 1947 has been used as the base year; therefore, money
earnings and real earnings are the same.

In other words, the $1.18

per hour real earnings would purchase $1.18 worth of goods and services
in 1947.
to widen.

Beginning in 1948, however, the gap between the two started
Only between 1948 and 1949 did the increase in real earn

ings keep pace with the money earnings increase.

In all other years,
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Table XV
Purchasing Power of Earnings of Production Workers
in the Plastics Industry, 1947-1959

Average Hourly Earnings

Year

Money
Earnings

Real Earnings
in 1947 dollars

1947

$1.18

$1.18

1948

1.31

1.22

1949

1.38

1.29

1950

1.45

1.35

1951

1.56

1.34

1952

1.65

1.39

1953

1.76

1.47

1954

1.84

1.53

1955

1.91

1.59

1956

2.05

1.69

1957

2.16

1.72

1958

2.26

1.75

1959

2.34

1.79

$1.16
98%

$0.61
52%

Increase in earnings from 1949-1959:
Dollars
Per cent
Source:

U. S. Department of Labor, BLS from The United States Economy
and the Chemical Indus try in 1960, Research and Education
Department, ICWU, p. 9.
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the money earnings increased at a more rapid rate.

In fact, between

1950 and 1951, in spite of an 11-cent increase in money wages, prices
were rising so fast as to cause a one-cent decrease in real earnings.
In 1959 It took $2.34 in money earnings to purchase $1.79 worth
of goods and services at 1947 prices.

By this time, money earnings

had risen to $2.34 per hour for a $1.16 absolute increase over the
$1.18 per hour earnings in 1947.
increase.

This amounted to a 98 per cent

However, the real earnings shed a true light on the picture.

Here, the increase was from $1.18 in 1947 to $1.79 in 1959.

This

dollar increase of $0.61 meant that these earnings only rose 52 per
cent.

Figure 3, page 98, shows the figures of Table XV in graphical

form.

It is plain to see how the gap widens from 1947 to 1959 between

money earnings and real earnings.
Another comparison was made to determine how the workers fared
in the period March 1959 to March 1960 by comparing the average hourly
earnings for this period with the rise in the Consumer Price Index.
Although no figures were available for this exact period for the plastics
industry, they were available for the chemical industry, hence a com
parison was made on this basis.

Table XVI, page 99 shows the latest fig

ures for the Consumer Price Index.

For all items, the index rose 2.4

points or 1.6 per cent from March 1959 to March 1960.

In this same per

iod, average hourly earnings in the chemical industry rose from $2.37 to
$2.47, or an increase of 4.2 per cent.*-

1See Table XIV, page 94.

This might indicate, then,

Figure 3
Purchasing Power of Earnings of Production
Workers in the Plastics Industry, 1947-1959
(in 1947 dollars)
Dollars
Per Hour

Dollars

2.40

2.40

2.30

2.30

2.20

2.10
2.00

2.00

1.90

1.90

1.80

1.80

1.70

1.70

1.60

1.60

1.50

1.50

1.40

1.40

1.30

1.20

1.20

1.10

1.10

1.00
"'0

Source:

Research and Education Dept., ICWU
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Table XVI
Consumer Price Index for the United States,
March 1959, February and March 1960
(1947-49 = 100)

Percentage
of
"All Items"
100.0

ALL ITEMS

- 1 9 5 9-

-19

6 0-

Percentage
Change
March 1959 to
March 1960

March

February

March

123.7

125.6

125.7

1 .6%

Food

28.7%

117.7

117.4

117.7

0 .0%

Hous ing

32.7%

128.7

131.2

131.3

2 .0%

Apparel

8.9%

107.0

108.4

108.8

1.7%

11.7%

144.9

147.5

146.5

1 .1%

Medical Care

5.4%

149.2

154.7

155.0

'3.9%

Personal Care

2 .2%

129.7

132.6

132.7

2.3%

Reading and
Recreation

5.3%

117.3

120.6

120.9

3.1%

Other Goods
and Ser
vices

5.1%

127.3

131.8

131.7

3.5%

Transporta
tion

Source:

U. S. Department of Labor, BLS from The United States Economy
and the Chemical Indus try in 1960, Research and Education
Department, ICWU, p. 11.

that real earnings have begun to catch up with the money earnings in
the chemical industry.

Since wages in the plastics field are usually

representative of the wages in the chemical industry, the same indica
tion might be true in this phase of the industry.
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Wage Rates and Size of Plants

An attempt was made to see if any relationship existed between
wage rates and the size of plants in the plastics industry.
three plants were studied in this survey.
are shown in Table XVII, page 101.
all were organized.

Twenty-

The results of the study

With the exception of two plants,

In some cases, only the lowest and highest rates

in the plant were available.

In others, a rate range for each of

the job classifications was given.

Here,it is possible to give the

lowest and highest rate for the lowest and highest job classification.
In some instances a hiring rate or a starting rate for a particular
job classification was shown.

These have been noted on the table.

T he lowest job classification surveyed was that of general labor.
Janitors' rates were not included.

Table XVIII, page 102, is a condensation of Table XVII.

The

plants have been grouped by size and the low and high rates for
each group recorded.
In general, there did not appear to be a substantial relationship
between wage rates and size of plants.
some things.

However, the study did reveal

Overall, the wages ranged from a low of $1.59 per hour

to a high of $3.31.

The lowest maximum rate was found in the organized

plants with 1-100 workers.

The highest maximum rates were in the plants

employing 201-500 workers.

In the firms in the United States, the low

est rate was in a plant with 326 workers.

This was a starting rate,

and increases were automatic with length of service.
Canada had a low rate of $1.59 per hour.

One plant in

The top rate in this same

plant was next to the lowest found in the survey.

Table XVII
Wage Rates in Twenty-three
Plastics Plants

Size
Size
Wage Rates
of
of
Rate
plants_______locals__________ From______ To______________ range

1.

1,800

2.

1,300

3.

1,200

4.

1,600

$1.99
2.98

$2.48
3.08

$1.09

2.22

3.29

1.07

1,075

2.265

2.96

.695

800

800

2 .001

2.75

.75

5.

737

737

2.55

3.19

.64

6.

520

465

1.66

2.34

.68

7.

472

462

1.90

2.75

.85

8..

360

330

1.79

2.60

.81

9.

326

326

1.641

2.62

.98

10.

322

322

1.64

2.64

1.00

11.

300

261

2.31

3.31

1.00

12.

200

200

1.912
2.61

2.11
2.74

.83

13.

200

200

1.59

2.44

.85

14.

189

189

1.96
O O “7

2.52
O “7-7

.81

10.

322

322

1.64

2.64

1.00

11.

300

261

2.31

3.31

1.00

12.

200

200

1.912
2.61

2.11
2.74

.83

13.

200

200

1.59

2.44

.85

14.

189

189

1.96
2.27

2.52
2.77

.81

15.

150

150

1.86

3.10

1.24

16.

142

140

2.30
2.37

. - _ _

2.86

2.25

3.31

1.06

2.20

3.17

.97

2.062
2.41

2.27
2.75

.69

1.70
2.475

1.95
2.655

.955

17.

115

18.

100

19.

80

20.

105

80

70

70

.56

21.

50

50

2.17

2.81

.64

22.

26

26

2.141

2.895

.755

23.

15

15

2.02

2.68

.66

Source:

Personal interviews and union-management contracts.

* Hiring rate.
Starting rate.

101

2

102

Table XVIII
Wage Rate Ranges by Plant Size

Size
of
plants

N o . of
plants

N o . of
organ
ized
plants

No. of
unorgan
ized
plants

Rate Range
Organized
plants

1-100

6

5

1

$1.70-$2.895

101-200

6

6

0

1.591-3.31

201-500

5

5

0

1.64- 3.31

501-1,000

3

3

0

1.66- 3.19

3

2

1

2.265-3.08

1,001Source:

up

Unorganized
plants
$2.20-3.17

2.22-3.29

Table XVII , page 101.

^Low rate was in a Canadian firm.
firm in this class was $1.86.

Lowest rate for a U. S.

In the 1-100 worker plant-size, there was no maximum rate found
above $2,895 per hour in the organized plants.

One of the two organized

plants with more than 1,000 workers had a top rate of $3.08 per hour.
This plant also had a higher minimum rate than any organized plant in
the 1-100 worker size.
The extent of unionization appeared to have little bearing on the
wage rates.

In the two unorganized plants, the rate range was $2.20

to $3.29 per hour which was much better than the organized plants.
When this fact was mentioned to the plant manager of one of these
firms, he replied:
Our wages compare favorably with any in the chemical
industry. We keep our people happy by giving them more
than the unions gives their members. That's why we
have never had a strike.
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The rate range differential for the survey varied from a low of
$0.56 in a plant of 142 workers to a high of $1.24 in a plant employ
ing 150 workers.

On the average, the range between the lowest and

highest rates varied about the same in each size category.

CHAPTER VII
A SELECTED STUDY OF TWENTY UNION-MANAGEMENT
CONTRACT AGREEMENTS

This chapter analyzes twenty union-management contract agreements
in an attempt to determine how certain provisions, common to most
agreements, are handled.

The provisions analyzed are those on union

security, seniority, grievance procedure, arbitration, strikes and
lockouts, and discharges.

Union Security

In this study, each of the contract agreements contained a
provision for union security.

Twelve, or 60 per cent, of the agree

ments provided for a union shop.-*-

The remaining eight contracts

provided for maintenance-of-membership.^
In 1959, the United States Department of Labor, Bureau of Labor
Statistics, conducted a study of 1,631 collective bargaining agree
ments, each covering 1,000 or more workers.

Excluding the 164

-*-In a union shop, all employees in the bargaining unit are
required, as a condition of employment, to be or become union members
within a specified time after the effective date of the agreement or
of hiring.
^Under maintenance of membership clauses, the employee is
not required to join a union. However, those who are members when
the clause becomes effective, or who later choose to become members,
are required to maintain their membership as a condition of employ
ment, usually for the term of the contract.
104
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contracts in "right-to-work" states, union shop provisions were found
in 78 per cent of the agreements.

In this same study, maintenance-of-

membership provisions were found in only 8 per cent of the contracts.^
The difference in the findings in the study of collective bargain
ing agreements in the plastics industry and the study done by BLS can
be traced back to the action taken by major steel producers and the
United Steelworkers of America in 1956 when a modified union shop pro
vision was substituted for maintenance-of-membership.

This pattern

was followed in some agreements in related industries.^
Each of the contract agreements in the plastics industry study
contained provisions for a checkoff system and for a probationary
period for new employees.

The checkoff, a system whereby the employer

deducts union dues from a worker's pay, can be used only when a worker
signs an agreement authorizing the deduction from his pay check.

The

probationary periods for newly hired employees ranged from 30 to 90
days.

In eleven of the agreements, the period was 60 days.

A 30-day

period was found in four of the contracts.
In a nation-wide study of 1,631 agreements, BLS found that 77 per
cent contained checkoff provisions.^

The absence of checkoff provi

sions in the remaining contract agreements is explained by:

(1) The

checkoff is not readily adaptable to collective bargaining situations

q

"Union Security Provisions in Major Union Contracts, 1958-59,"
Monthly Labor Review, LXXXII (December 1959), 1348-1356.
^Ibid.
^"Checkoff Provisions in Major Union Contracts, 1958-59,"
Monthly Labor Review, LXXXIII (January 1960), 26-31.
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in which small establishments predominate and (2) In some industries,
e . g . , construction, employment is typically of short duration and the
worker looks to the union for job leads--circumstances which provide
the union member with sufficient reason to maintain his good standing
without checkoff and without solicitation.^

In addition, there are

some employers who object to the idea of assisting the union in the
collection of union dues.

Seniority

Each of the twenty agreements in this survey provided for some
type of seniority.

Some agreements devoted very little space to

seniority; others took many pages to explain this provision in minute
detail.
Eighteen agreements provided for plant seniority in the event
of layoffs because of a curtailment of

production.^

the last person hired is the first to be laid off.
recalls,

the reverse order is followed.

This means that
In the case of

The last worker laid off is

the first to be recalled, provided the worker is qualified to perform
the work.

Plant seniority during a period of layoffs would probably

mean that workers with long service would have to "bump" workers with
less service from particular jobs.

This could be done only when the

older workers were qualified to perform the work being done by junior
workers.

6Ibid.
^One agreement provided for plant seniority, but specified
that no employee shall be entitled to displace an employee having a
higher rate of pay.
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In one agreement, consideration was given first to seniority in
the applicable unit (production, maintenance, and services) and second
to plant seniority in the event that layoffs were necessary.

Recalls

to work were made in the reverse order of layoffs.
One contract agreement was much different than the others surveyed
in regard to layoffs.

The provision specified that where an employee

had one year or more service, plant seniority would be considered.
Where an employee had less than one year service, seniority for layoff
purposes would be departmental seniority.
reverse order of layoffs.

Recalls were to be made in

In 1955, the United States Department of

Labor, BLS, conducted a study of seniority provisions in 1,743 collec
tive bargaining agreements.

These agreements covered workers in both

manufacturing and non-manufacturing establishments.®

In this study,

the most common type of seniority found was the job or departmental
unit.

Plant seniority was found in only a small percentage of the

agreements.^

The reason for the difference in this study and that

in the plastics industry study concerning the seniority unit is due
to the fact that seniority units are necessarily tailored to fit the
needs of the particular establishment.

Among establishments in general,

the more homogeneous the work force in terms of operations and skills,
the wider the seniority unit tends to be.

^Analysis of L a y o f f , R e c a l l , and Work-Sharing Procedures in
Union Co n t r a c t s , Bulletin No. 1209.
Washington, D. C.: United States
Department of Labor, March 1957, p. 2.
9 I b i d . , p . 26.

10Ibid., p. 25.
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The BLS study, like the plastics industry study, found that
qualified seniority was provided in the majority of the agreements
covering manufacturing e s t a b l i s h m e n t s . ^

Qualified seniority means

that ability and competence are considered as well as length of s e r 
vice in determining which workers are to be laid off and recalled.
In both studies,

the majority of the agreements contained provisions

for the senior worker to "bump" workers with less service.
Regarding promotions, fifteen agreements in the plastics industry
study provided for workers to be promoted on the basis of plant
seniority.

Three contracts contained provisions basing promotions

on departmental seniority.

Promotions were based on seniority in

the applicable unit (production, maintenance, and service) in one of
the contract agreements surveyed.
ing, to seniority,

In all cases of promotion acco r d 

the senior worker had to be qualified to perform

the work before he could be promoted.
In one agreement,

job seniority was considered first where

steps of progression had been established or where lack of work
required a worker to "bump" back.

However, plant seniority pre

vailed when an employee was threatened with loss of employment in
the plant.

It was necessary that he demonstrate that he had the

ability to handle the job.
Six agreements provided for some type of super-seniority whi c h
placed some union members, usually union officers and shop stewards,
at the top of the seniority list even though they may not have had

11Ibid.. p. 21,
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as m u c h service in the plant as some other employees.

In most cases,

those workers with super-seniority are the last to be laid off and the
first to be recalled.

In two agreements, a provision was made for super-seniority for
union officers and shop stewards.

In another agreement, the executive-

board members of the union were given super-seniority.

A third agree

ment provided for top seniority for union officers who were members of
the executive board.

The union officers, shop stewards and members of

the grievance committee were given super-seniority in another agreement.
One agreement, different from all others, provided for the
following:

(a) Union officers (not to exceed 10) who have had two or

more years of continuous service shall be the last to be laid off and
the first to be rehired,

(b)

Shop stewards (not to exceed 65) shall

be given a credit of one year seniority provided they have had two
or more years of continuous service.
The BLS study found that over 40 per cent of the layoff agree
ments provided top seniority to union representatives and shop
stewards.

Over 50 per cent of the layoff agreements in manufactur

ing establishments in this study contained this super-seniority
p r o v i s i o n .

u0 reason can be given for the higher percentage found

here than in the plastics industry study unless it is because of the
small sample used in the latter study.

A larger sample might have

produced the same results found in the BLS study.

Then too, it might

be due to the fact that all of the agreements in the BLS study covered

12Ibid., p. 23.
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1,000 or more workers while the plastics industry survey covered both
small and large establishments.
A small percentage of the agreements in both surveys contained
provisions permitting companies to deviate from the seniority p r o 
visions.
provision.

In the plastics industry, two agreements contained this
In one of these cases, the agreement specified only that

the company agreed to notify a designated representative of the union
of such action.
In the second case, the company agreed to discuss the matter
w i t h the grievance committee.

Such action on the part of the company

was considered temporary for one week and automatically became perma
nent if the union did not file a grievance within seven days of the
notification by the company.

If a grievance was filed, the action

would be considered temporary until such time as the grievance was
finally resolved.

Grievance Procedure

It was found that eighteen of the plastics industry agreements
provided for grievance committees.

These were given various names

such as grievance committee, union grievance committee, workmen's
committee, and shop committee.
ber of committee members.
to ten members.

Twelve agreements specified the num

The size of the committees ranged from two

The former was a committee composed of the chief

steward and one other employee chosen by the union.

Four contracts

specified that the local union president be a member of the committee.
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With the exception of two committees, all were of a permanent
nature.

One of these two committees, a joint grievance committee

consisting of four representatives of management and four representa
tives of the union, was temporary and actually was the last step in
the grievance procedure before the dispute was appealed to arbitration.
The other exception was also a step in the grievance procedure.

It

was a meeting between the union executive committee and the company
grievance committee.

The latter had to include among its members the

general manager and the industrial relations manager of the plant.
In over half of the agreements, the first step in the grievance
procedure was the presentation of the grievance by the employee
through the steward.

Six contracts allowed the aggrieved employee

to discuss the problem with his immediate supervisor as the first
step in the grievance procedure.13

Two contracts permitted the

employee to discuss the problem with his immediate supervisor, and
if no solution came from this meeting, a grievance was filed by the
employee through his steward as the first step in the grievance pro
cedure.

One agreement contained the following:

(a)

If the union

thinks that management has violated the agreement and the employee
involved refuses to report the grievance, the union may report the
grievance.

(b)

If the union refuses to report the grievance for an

employee, the latter may present the grievance providing he first
presents the company with a written refusal from the union to process
the grievance.

■^One agreement specified that this meeting between employee
and supervisor could be only a presentation and decision. No bargain
ing could take place except in the presence of a steward.
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The contract agreements handled the grievance procedure in a
variety of ways.

Some had only two steps in the procedure before

proceding to arbitration.
before arbitration.

One agreement provided for seven steps

Six contracts used a four-step procedure, and

six others employed five steps.

In only seven of the twenty a g r e e 

ments was there a provision for an international representative of
the union to be called in to help settle the dispute.
Nineteen agreements provided for arbitration after all steps in
the grievance procedure had been e x h a u s t e d . ^

In the other contract,

if no settlement had been reached after the six steps in the proce
dure,

the union had the right to strike and the company had the

right to lockout.
One grievance procedure specified that before referring the
matter to arbitration, the matter should be presented to the Federal
Mediation and Conciliation Service for mediation.

Another procedure's

last step before arbitration stated that either party could call in
either the Federal Mediation and Conciliation Service or the State
Labor Mediation Board to attempt to reach a settlement.

One other

grievance procedure had as its last step the following:
The company's decision will be final unless the union
gives written notice of its intention to appeal to
arbitration within thirty days after the company's
decision.

^ O n e contract provided for either arbitration or conciliation.
If conciliation was used, the Federal Mediation and Conciliation S e r 
vice was called to send a conciliator to bring about an adjustment.
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One agreement which had only two steps in its grievance procedure was
different than all other agreements.

After the second and final step

in the procedure for grievances, the union could appeal to arbitration.
The union had to give notice of this action to management within seven
days after the second step of the procedure had been used.
Seven agreements specified that either party (union or management)
could submit the dispute to arbitration.

Three grievance procedures

provided that only the union could appeal to arbitration.

Nine agree

ments specified only that the grievance could be submitted to arbitra
tion after all steps in the grievance procedure had been exhausted.
One agreement contained no provision for arbitration.
Four contract agreements specified that all grievances had to be
presented in written form.

Three agreements did not specify that the

grievance had to be put into written form at any step in the procedure.
All of the other agreements provided that the grievance had to be pre
sented in writing at some step in the procedure.

Ten of these contracts

specified that the grievance had to be presented in writing after the
problem had been discussed between the aggrievee, the steward and the
foreman and/or the departmental supervisor.

In most cases the grievance,

when put in written form, was sent to the grievance committee or to
the foreman of the aggrieved employee.

In two instances, the grievance

was sent to the plant manager after being put into written form.
These findings in the plastics industry survey concerning the
grievance procedure coincide with the results of the study of the
1,743 agreements conducted by BLS, which found that virtually all
agreements provided for a grievance procedure to safeguard the union's
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right to challenge any management action that appeared to violate the

1S

agreement. J

The findings of the plastics industry study coincide with

the provisions of a BLS bulletin on grievance procedures.

This bulle

tin states:
Grievance procedures outlined by agreements vary from a
simple, informal one or two step procedure to elaborate
systematic arrangements which call for screening and pr o 
cessing grievances through as many as six or more differ
ent levels of union and management authority.
Among the
multistep procedures there is little uniformity in the
rank of representatives participating at the various
s teps, the order in which they a p p e a r , or the frequency
with which the same combination of union and management
representatives are paired.
Very generally speaking,
the representatives at the first step are the steward
and foreman of the aggrieved employee, and representa
tives of higher rank are then brought in on both sides
at each successive step of the procedure.
Where the
agreement covers more than one plant of the company,
representatives of the international union are often
paired with officials of the company's central office
at the last step prior to a r b i t r a t i o n . ^

Arbitration

One contract agreement made no provision for arbitration of
unsettled grievances.

After all the steps had been exhausted,

the

union had the right to strike and management had the right to lock
out.

All other agreements in the survey provided for arbitration.

Twelve contracts made use of the Federal Mediation and Conciliation

15fiLS Bulletin No.

1209, o£. c i t ., p. 12.

^ C o l l e c t i v e Bargaining Provisions: Grievance and Arbitration
Provisions, Bulletin 908-16.
Washington, D. C.: United States Depart
ment of Labor, April 5, 1950, p. 22.
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Service.

Five agreements specified that use be made of the American

Arbitration Association.
Seven agreements provided for-an^arbitration board composed of
three members; one to represent the union, one to represent manage
ment, and the third to be selected by these first two members.

If

the representatives of union and management could not agree on a third
member, the Federal Mediation and Conciliation Service was asked to
submit a list of either five or seven names.

Each of the parties

(union and management) would alternately strike names from the list
until only one name remained.
of the arbitration board.

This person would be the third member

In one of the seven contracts using this

means of composing the arbitration board, a provision was made for
the third member to be the chairman of the board.

One agreement

similar to the seven mentioned here provided that in case the manage
ment and union representatives on the arbitration board could not
agree on a third member,

the Federal Mediation and Conciliation Ser

vice would be requested to appoint a third member.
Three contracts that provided for the use of the Federal Mediation
and Conciliation Service specified that a lone arbitrator be used.
This impartial arbitrator was appointed by mutual agreement of union
and management.

In two cases, when the two parties could not agree

on a person to act as arbitrator, the Federal Mediation and Concilia
tion Service was asked to submit a panel of n a m e s .

The arbitrator would

be selected from this panel by having each party alternately strike
names from the list until only one name remained.

In the other agree

ment, where the two parties could not agree on an impartial arbitrator,

116

the Federal Mediation and Conciliation Service was requested to appoint
an arbitrator.
One contract employing the use of the Federal Mediation and Con
ciliation Service was different than all others.

It, too, provided

for an arbitration board of three members--one from management, one
from the union, and the third to be selected from a panel submitted
by the Federal Mediation and Conciliation Service.

The following was

the unique provision of this contract:
If either party does not respond to the request by the
other party for arbitration by naming to the other, in
writing, its member of the arbitration board, the other
two arbitrators shall carry on the arbitration.
In each of the five
Arbitration Association,
one arbitrator.

contracts specifying the use of the American
some provision was made for the use of

only

In two cases, the arbitrator was selected by mutual

agreement of union and management.

If the two parties could not

agree on an arbitrator, a three-man arbitration board was used.

Each

party selected one arbitrator and these two selected a third board
member.

If there were no agreement on a third member, he was selected

by the American Arbitration Association.
One contract agreement contained a provision requesting the
American Arbitration to submit a panel of five names of persons who
could serve as arbitrators.

Union and management representatives

alternately struck names from this panel until only one name remained.
This person served as the arbitrator.
In one agreement, one arbitrator, appointed by the American
Arbitration Association, could be used.

If both parties agreed that
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three arbitrators were necessary, each party selected one arbitrator,
and the third was appointed by the American Arbitration Association.
The other contract providing for the use of the Association was dif
ferent than all others.

The arbitration board was made up of one

representative from the union and one from management.

If this two-

man board could not settle the dispute, an impartial arbitrator was
selected to serve on the board.

If the two parties could not agree

on the third board member, the American Arbitration Association was
requested to submit a list of five names.

If a third member could

not be selected from this list, the Association was asked to submit
a second list of five names.

Union and management representatives

would alternately strike names from the list until only one name
remained.

This person served as the arbitrator of the dispute.

Two contract agreements did not make use of either the Federal
Mediation and Conciliation Service or the American Arbitration
Association.
used.

In both agreements, a three-man arbitration board was

One member was a representative of management and one was a

representative of the union.
third arbitrator.

These two board members selected the

In one contract, if the two parties could not

agree on the third board member, the arbitrator was chosen by the
Chief Justice of the State Supreme Court.

In the other case, the

choice was made by the State Board of Mediation when the two parties
could not agree on the third arbitrator.
In all cases of three-man arbitration boards, the majority vote
of the board members decided the dispute.

All of the nineteen agree

ments containing an arbitration provision specified that the decision
of the arbitrator(s) was final and binding.
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The bulletin published by BLS outlining the arbitration procedures
substantiates the findings of the study done in the plastics industry.
Included in the arbitration procedures is the following:
Arbitration may be conducted either by a single nonpartisan
arbitrator or by a tripartite board composed of an equal
number of employer and union representatives with an im
partial member acting as chairman. A few agreements allow
the parties the option of having either a single arbitra
tor or an arbitration board.
Most often, all the members of an arbitration board,
including the impartial chairman, are selected before
the arbitration hearings start, and the board functions
as a tripartite board at all times.
In other contracts,
the partisan representatives first attempt to settle the
disputed issue. Only after they have unsuccessfully
attempted to agree on a final decision does the board
become a tripartite board, with the impartial man added
to make a decision possible.
There are a variety of ways in which an arbitrator may
be selected, either directly by the parties or with the
assistance of governmental or private agencies or
individuals.
The Federal Mediation and Conciliation Service, ...,
and the American Arbitration Association are most fre
quently designated as the agencies who appoint or aid
in the choice of an arbitrator, ....
Often the outside agency does not make the actual
appointment but submits a panel of qualified arbitra
tors from which the parties make a selection. Under
these circumstances, a deadlock on the selection is
still possible, although some contracts avoid this
contingency by specifying that an odd number of names
are to be on the list and the parties are to eliminate
names from the list alternately until only one remains.
The parties may also be allowed to request a second list
of arbitrators if none on the first panel is mutually
acceptable.^
All of the above provisions were found in the agreements in the
plastics industry study.

-^Ibid. , pp. 96-98.
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Strikes and Lockouts

Three of the contracts surveyed said nothing about a strike or
lockout.

18

Eleven contracts specified that there would be no strikes

or lockouts during the life of the

a g r e e m e n t . ^

Some of the other contracts contained a provision stating that
there would be no strikes or lockouts during
ment, but with qualifications.

the life of the agree

Two agreements stated there would be

no strikes or lockouts unless either party refused to arbitrate or
abide by the arbitrator's decision.

Another similar contract speci

fied that there would be no strikes or lockouts unless either party
refused to submit to arbitration any dispute properly falling under
the grievance procedure.
One agreement made no mention of lockouts but did provide for
strikes.

The union agreed not to strike until all of the bargaining

and grievance procedures had been exhausted.

In the event of a strike,

the union agreed not to interfere with salaried employees and to cer
tain classified employees to work.
Finally, one contract agreement, which detailed the strike and
lockout provisions to a greater extent than all others, contained the
following:

^■®In one agreement which contained no provision for arbitration,
the union had the right to strike and the company had the right to lock
out if a grievance had been carried through the proper procedure and
no settlement had been made.
■*-^One agreement stated that if the employees engaged in an
unauthorized strike, the company could impose such discipline as loss
of seniority, suspension from work, demotion or discharge. Another
agreement, which contained the no-strike and no-lockout provision,
stated definitely that this applied even if there had been a viola
tion of the agreement or if an unlawful unfair labor practice had
been committed.
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(a) If a strike or lockout occurs due to failure of the
grievance procedure, the union agrees that certain
classified employees be allowed to work; (b) No strike
action may be taken unless it is voted upon by secret
ballot of the membership and carried by a two-thirds
majority of those present; (c) The President and
Secretary-Treasurer of the International Union must
authorize the strike; and (d) A majority vote shall
determine the end of the strike.
The most recent study conducted by BLS on work stoppages was
done in 1952.^0

In this study, 2,578 collective bargaining agree

ments were analyzed.

In 88 per cent of these agreements, covering

both manufacturing and non-manufacturing establishments, the strike
was either prohibited or restricted.

In most cases parallel restric

tions were imposed on lockouts. An absolute ban on strikes and lock
outs during the term of the contract was provided by 33 per cent of
the agreements in manufacturing establishments.

In the 82 chemical

industry agreements surveyed, an absolute ban on work stoppages was
imposed in 41 per cent of the cases.

Compared to these figures, the

absolute ban was found in 55 per cent of the agreements in the plas
tics field.
For all manufacturing, 60 per cent of the agreements provided
for restrictions on work stoppages, but not absolute bans.

These

agreements contained exceptions and/or outlined certain specific
conditions under which strikes and lockouts were permissible.

The

conditional ban on work stoppages was found in 54 per cent of the
agreements in the chemical industry.

In the twenty agreements

^^Labor-Management Contract Provisions, 1950-1951, Bulletin
No. 1091. Washington, D. C.: United States Department of Labor,
May 13, 1952, pp. 27-29.
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,

surveyed')in the plastics industry, the conditional ban was found in
only 25 per cent of the cases.

Discharges

In analyzing the twenty agreements in the plastics industry, it
was found that five contracts made no provisions for discharges.
Five agreements permitted the employer to discharge for just cause,
but they did not qualify the provision to explain a just cause.
Six contracts stated that before an employee was discharged, he
must first be given a seven-day suspension and the union notified of
such action.

If no grievance was filed within one week of the sus

pension notice, the suspension automatically converted to a discharge.
One of these three contracts specified reasons for a discharge—
failure to pay union dues or the participation in an unauthorized
strike.
In one case where a worker was discharged for just cause, the
employer had to give the union the reason for the discharge if the
union made a written request for it.

In the absence of a just cause,

the employee was reinstated with full back pay.

Two agreements per

mitted discharge for just cause providing that it could not be used
for purposes of discrimination against an employee because of mem
bership or non-membership in the union, and if it conformed to the
provisions of the agreement.
The remaining contract permitted discharge for action contrary
to the provisions of the agreement.

Reasons for discharge were
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inefficiency, insubordination, or serious infraction of the rules
relating to the health or safety of other employees.

In this agree

ment, as in others, the employee must be given a seven-day suspension
before discharge and the union notified in writing of such action.
If no grievance were filed within five days of the suspension notifi
cation, the suspension automatically converted to a discharge.
These findings in the plastics industry survey coincide with the
provisions set forth in a BLS bulletin on collective bargaining pro
visions.^

According to this bulletin, the right of an employer to

discharge his employee is seldom questioned in collective bargaining
agreements, although in practice the right to discharge has been
restricted to a considerable extent so as to afford employees pro
tection against discriminatory and unjust actions. Such provisions
may prohibit the employer from discharging employees except for "just
cause" or for specific reasons enumerated in the agreement:

The

employer may have to give advance notice of intent to discharge and
a statement of reasons for his action; union-management negotiations,
or even union consent, may be required prior to the discharge; pro
visions may be made for appeal of the discharge, either through the
regular grievance machinery or through a procedure set up especially
to handle discharge cases; finally the employer may be required to
reinstate with back pay employees discharged without sufficient cause.

^ Collective Bargaining Provisions: Discharge, Discipline,
and Q u i t s ; Dismissal Pay Provisions Bulletin No. 908-5. Washington,
D. C.: United States Department of Labor, BLS, 1948.
2 2 Ibid., p . 1 .
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The following are some of the provisions set forth in the BLS
bulletin:
Few agreements specifically affirm the employer's
exclusive right to discharge; in most cases, discharges
may be made only "for cause." Since the term "cause"
is subject to varying interpretations, agreements
often list specific actions which constitute grounds
for discharge. While it is customary for management
to confer with the union only after the discharge has
been made, some agreements provide for joint consi
deration before the dismissal is ordered. Occasionally,
the discharge does not become effective until the union
has investigated the matter and given its approval, or,
if protested by the union, until the case has been
settled by arbitration. Reinstatement with pay for
time lost is the usual remedy for unjust discharge.23

^^Ibid., pp. 2-26.

CHAPTER VIII

STRIKES, NEGOTIATIONS AND SETTLEMENTS
IN THE PLASTICS INDUSTRY

In surveying the firms and unions in the plastics industry, it
was found that there had been harmonious industrial relations for
the most part, but some firms had been struck for various reasons.
There are two main reasons why there have been so few strikes in
the plastics industry.

First, the chemical industry, including

plastics, is characterized by high wages and extensive fringe bene
fits.

A second, and probably more important, reason is that compe

titive unionism prevails in the industry.

The threat of union members

defecting to other nationals or to independents is ever present in
the representative bargaining units.

A prolonged strike or an un

successful strike could invoke the members to defect.
Since there had been such a paucity of strikes in the firms
surveyed, a study of ten of these work stoppages was made to deter
mine the reasons for the strikes, the negotiations to settle the
disputes, and the terms of the settlements.
surveyed took place between 1950 and 1960.

All of the strikes
The companies and the

unions involved did not wish to be identified, therefore, the case
studies of these strikes will be designated by number only.
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Strike No. 1

The primary reason behind this work stoppage was a disagreement
over a wage increase.

The union was willing to close the contract for

a total cost of three cents (3<?) per hour.

The company wanted to hold

five cents (5<?) in escrow of the present wages for a period of one year
and intended to grant no wage increase.
The union blamed the work stoppage on the company's Labor Relations
Manager, who, according to a union official, "fomented this strike be
cause he didn't understand people."

The union official also stated

that during negotiations before the strike, the company sent "Dear
John" letters to employees to try to negotiate with their wives.

This

action "incensed the employees, and they went on strike."
The company, determined to sit out the strike, made no attempts
to discuss the problem during the first three months of this 18-week
strike.

During this time, the Federal Mediation and Conciliation Ser

vice was trying to set up meetings between union and management.
By the end of the third month of the strike, two other local unions
representing workers in two other plants of this company had also gone
out on strike.

This resulted in the company's three largest plants

being struck at one time.

At this point, the company hired an indepen

dent labor counselor, and a number of union-management meetings were
held.

After a few weeks, the strike was ended.
To get the employees back on the job, the company had to grant a

ten and six-tenths cents (1 0 .6 <?) per hour wage increase for all three
plants.

The company could have settled without a strike for three (3$)

cents per hour.

The president of the company, who had not been present
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at the negotiations prior to the strike, stated that the strike would
not have occurred if he had been aware of the facts.

Strike No. 2

Strike No. 2 took place during a wage reopener.

The two parties

had signed a 3-year contract with a wage reopening clause each year on
the anniversary date.

On the anniversary date of the first year after

the signing of the contract, the union made use of the reopening clause.
In addition to basic wages, the union demanded that the company dis
continue the use of job evaluation procedure and agree to negotiating
the rates for all jobs.

The union also demanded a wage increase of

fifty cents (50$) per hour.

During negotiations, the union reduced

the wage demand to twenty-five cents (25c) and then to eighteen cents
(18<?) per hour.

The company countered with an offer of a sixteen

cents (16$) per hour wage increase.

The union refused this offer

and struck the plant.
During the strike, which lasted 43 days, the two parties met
four times in the offices of the assisting Federal Mediation and Con
ciliation Service.

The strike was relatively peaceful.

The union

did not interfere with the salaried personnel who reported to work
as usual, and the company did not attempt to operate the plant.
The strike was finally settled with the union dropping their
demand on job evaluation and management agreeing to grant a seven
teen and one-half cents (17%c) per hour wage increase.

All employees

were back at work within five days after the membership ratified the
settlement.
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Strike No. 3

The work stoppage in this case was caused by the company's attempt
to grant step wage increases^- rather than across-the-board increases
demanded by the union.

The production workers felt that the maintenance

workers were being favored with the step increases.
This strike lasted three weeks.

The union maintained a picket line

around-the-clock for the entire time of the stoppage.

No violence took

place, and the attitudes and feelings of one party for the other were
not affected by the strike.

The union allowed firemen to work to keep

the boilers going and to heat the plant.

A request for hourly-paid

watchmen to work was refused, so the foremen performed this work.
One meeting was held between union and management with a member
of the State Mediation Board officiating.

Settlement of the dispute

came about when the company offered fourteen cents (14p) per hour the
first year and thirteen cents (13$) per hour the second year acrossthe-board instead of the 1 0 - 1 1 -1 2 C in step increases which was origi
nally proposed.

Strike No. 4

The dispute causing this strike was in regard to supervisory
personnel performing bargaining unit work.

The union had protested

this action for a number of years, but the wording of the contracts

step wage increase is one in which the increase is based
on job rate and/or job classification.
One common method employed
is a percentage increase with the high job classifications receiving
a higher percentage increase.
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had not been changed even though numerous agreements had been signed.
The wording of the contract said that supervisors would not perform
work "normally performed by workers covered by the agreement if such
action would result in a reduction in pay or deprive available employees
of work."

The company based their argument on this clause, stating

that no employees had been laid off nor had any suffered a reduction
in pay because of supervisors working.

The union, on the other hand,

contended that if the supervisors had not done the work, the company
would have had to hire additional workers or existing personnel would
have been paid for overtime work.
The strike lasted for one month during which time two meetings
were held.

An international union representative and the State Media

tion Service were present at the meetings and helped solve the problem.
The strike was settled when the company agreed that hereafter, no
supervisors would do any of the bargaining unit work.

The State Media

tion Board representative suggested that the clause covering this
action be reworded in the contract agreement.

Both parties agreed

to this rewording, and the amendment was added to the contract.

Strike No. 5

The contract agreement between the union and management in this
case outlined a grievance procedure in which the last step was to sub
mit the dispute to arbitration.

The union struck this plant because

of the company's refusal to arbitrate a number of grievances.

The

company contended that the union had not properly carried the grievances
through the steps outlined in the agreement.
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The strike lasted for two weeks during which time one meeting was
held.

Picketing was very orderly, and the two parties appeared to be

on the best of terms throughout the strike.
The Federal Mediation and Conciliation Service was called in to
attempt to bring the two parties together and settle the dispute.

In

the settlement, the company agreed to process all grievances and sub
mit them to arbitration if no settlement had been effected in the
grievance procedure.

In addition, union members were given more '

fringe benefits and a better paid vacation plan.

Strike No. 6

This strike was due to a disagreement during contract negotiations.
For some time there had been provisions in the contract agreement for
insurance, hospitalization, and pension plans.

Although the workers

contributed approximately 60 per cent to these plans, they were deter
mined and administered unilaterally by the company.

When the union

demanded an equal voice in the administering of these plans, negotia
tions broke down. A secondary issue was a demand for a wage increase
by the union.

The company agreed to the wage increase provided the

wage reopening clause was taken out of the agreement.
This work stoppage lasted for two weeks.

No meetings were held

although each party claimed that it had made overtures so that the prob
lem could be ironed out.

The company contended that the union was

trying to usurp its rights in demanding a voice in the administering
of the benefit plans.

The union thought that management was dictatorial

in its stand on both the benefit plans and on wage increases.
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After the strike had gone on for ten days, both parties agreed to
an impartial mediator to hear both sides of the dispute.

This third

party was instrumental in bringing union and management together in
a settlement.
The company agreed to contribute the major share to the benefit
plans, and, in return, the union gave up its demand for a voice in
administering the plans.

On the wage issue, union members received

a seven cents (7d) across-the-board wage increase, and management gave
up its demand for the elimination of the wage reopening clause in the
contract agreement.

All workers were back on the job within three

days after the strike settlement.

Strike No. 7

Three issues caused the strike in this case.

First, the union

wanted the provision on shift differentials changed in the contract
agreement.

In the past, those regularly assigned to work the second

and third shifts received a higher premium pay than workers who
rotated shifts each week.

The company felt that there would be less

bickering over regularly working on the second and third shifts if
the pay was higher.

The union felt that anyone working these shifts,

either regularly or by rotation, should receive the same premium.

A

second issue concerned the "bumping" procedure when a cutback in pro
duction necessitated a layoff.

The company contended that qualified

senior workers could bid on jobs in the various departments and should
not be allowed to "bump" workers in another department when layoffs
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occurred.

The union stood for plant-wide seniority as long as the

workers doing the bumping could adequately perform the work.
third issue concerned the vacation plan.

The

The union wanted a plan

calling for one week vacation after one year of service, two weeks
after two years of service, and three weeks after ten years of ser
vice.

The last contract negotiated provided for one year--one week,

ten years--two weeks, and fifteen years--three weeks.
During the first week of the strike a meeting was held between
union and management representatives.

Management agreed to maintain

the plant seniority system and drop their demand for departmental
seniority for layoff purposes.

The union still pressed their demands

for the change in shift differentials and a better vacation plan.
second meeting was held during the second week of the strike.

A

Again,

the union would not soften their demands on shift differentials or
vacation plans.
After this second meeting, the company began a propaganda cam
paign aimed primarily at those union members who were not active in
the union's activities.

Some of these workers crossed the picket

line and went back to work at the beginning of the third week of the
strike.

The company began to hire new workers who also had to cross

the picket line.

By the end of the third week of the strike, the

company was operating at more than 50 per cent of production capacity.
At this point, the union officials called a meeting to vote on
ending the strike, and the majority of the membership voted to return
to work.

Although no union members lost their jobs because of the
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new workers hired by the company, approximately 45 per cent of the
workers gave up their membership in the union.

The new contract that

was signed contained the same provisions on shift differentials,
seniority, and vacation plans as were found in the previous contract
agreement.

Strike No. 8

The cause of this work stoppage was a dispute over the discharge
of a union member.

Management discharged the worker because he was not

producing as much as other workers on the same job.

The union said

that the worker had not been given proper instructions on the job, and
that the company had no quotas set on how much work was to be done.
The day after the strike began, a meeting was held at which the
local union president and the shop steward represented the union.
The plant manager, production manager, and the discharged worker's
foreman represented management.

In this meeting, the management

representatives said that although no certain amount of output was
required of the workers on the job in question, it was only fair that
the men on the job turn out a "reasonable day's work."

They further

stated that the job required no particular skill and that any worker
would master the job in a few hours.

The foreman said he thought

the main reason for the worker's low output was due to the worker
getting drunk every night and coming to work in a sick condition.
The union representatives said that they did not know anything
about the personal habits of the worker.

They disagreed on
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the length of time it took to learn the job, and said that a "reasonable"
output figure should be set.
The management representatives stated that they would contact the
home office on the matter and contact the union as soon as possible.
The day after the meeting was held, the plant manager called the union
president and agreed to retain the discharged worker and pay him any
pay due him which was lost by the discharge. The plant manager further
agreed to meet with a union representative to determine how much work
should be expected of the employees on the job in question.

The local

union president notified the workers to go back to worA after the
three-day strike.
(Note:

On the second day after the discharged worker was recalled,

he reported for work two hours late and too drunk to work.

He was

immediately discharged by the production manager.)

Strike No. 9

A dispute over job classification was the primary cause of this
strike.

Other issues were union demands for a wage increase, more

paid holidays, and an increase in the company's contributions to the
life insurance and hospitalization plans.
Over a number of years, the union-management contracts provided
that progression to a higher job classification would be made at
management's discretion.

The company contended that there would be

more employee incentive if progress was based on merit rather than
on length of service in a job classification.

The union countered
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with the argument that there was always the possibility of favoritism
being shown to certain workers, thus causing dissension in the union
ranks.

The argument here was that progression into higher job classi

fications should be automatic after a specified length of service at
each job class level.
The old contract was continued for an extra month after its
expiration date to enable union and management to try to come to some
kind of an agreement.

Three meetings were held during this- month to

try to iron out the problems.

Management agreed to grant a wage

increase and to give one more paid holiday, but they refused to
accede on their stand on job classification and contributions to
the insurance and hospitalization plans.
The union called a strike because of the failure of the three
meetings to effect a settlement of the dispute.

Salaried personnel

and certain classifications of maintenance men were permitted to
work during the two weeks the plant was closed down.

A picket line

was maintained around-the-clock during the work stoppage.

No violence

wa 3 reported from any source.
At the end of the second week of the strike, an international
union representative was called in to aid the local union representa
tives in a meeting with management.

After a day-long meeting, the

two parties came to an agreement, and the strike was over.
To effect a settlement, management gave the workers one more
paid holiday; a fourteen cents (14$) per hour wage increase to be
effective in two steps--six cents (6 <?) per hour the first year and
eight cents (8 <?) per hour the second year (the union had demanded
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a twenty cents (2 0 <?) per hour wage increase effective immediately);
an increased amount of life insurance per employee and improvements
in the hospitalization plan at no higher premiums; and a change in
job classification whereby progression to the mid-point of the scale
was to be automatic based on length of service at each level and pro
gression above the half-way point on the scale was to be made at
management's discretion.

Strike No. 10

This work stoppage was one of those about which the union would
rather not talk.

No information could be secured from union officials

and very little from management.

Apparently, there was no real reason

for a strike.
Because there were no real issues, according to company officials,
"meetings were waste motion."

The company blamed the strike on union

representatives lacking authority, failure of the union body to respect
leadership, and the fact that union representatives would not take
responsibility.

A

management official stated:

The international union tried to do a good job, but
recognized that the boys had never had a strike and
felt they were entitled to one.
The Federal Mediation and Conciliation Service worked hard to
help resolve the matter but were not successful.

After twenty-three

days the strike was ended without conciliation assistance.

The union

received considerably less in the agreement than what the company
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offered before the strike.

A management official stated about this

strike:
I believe you can list this one in your ''weirdy" (sic.)
column.
To summarize, the length of the ten strikes in the survey ranged
from 3 days to 18 weeks.

In only one case did management attempt to

operate the plant during a strike.

In this instance, the company was

able to operate at about 50 per cent of production capacity by hiring
new workers and employing those union members who crossed the picket
line.

After this particular strike was over, the union lost about

45 per cent of its members.
In eight of the strikes, use was made of an outside party to help
settle the dispute.

These outside parties were:

Mediation and Conciliation Service,

(1) the Federal

(2) the State Mediation Board,

(3) international union representatives, and (4) an impartial mediator.
Table XIX, page 137, indicates that the union "won" six of the
ten disputes.

In two strikes, the union failed in its demands.

The

remaining two strikes were settled by a compromise between union and
management.

Although the workers received a 17%? per hour wage

increase in one of these last two settlements, the unions had
demanded a 50? per hour increase.

In this same dispute, the union

failed in its demand to have rates negotiated for all jobs.

This

demand was to replace the job evaluation system used by management.

Table XIX
A Selected Study of Ten Strikes in
the Plastics Industry, 1950-1960

Strike

Length
of
Strike

Issue(s)

Attempt of
Company to
Operate

Outside Party
Used to help
Settle Dispute

Terms
of
Settlement

1.

18 weeks

Union demand of
3c/hr. wage
increase.

No attempt.

Federal Mediation
and Conciliation
Service.

Wage increase of 10.6c
per hour.

2.

43 days

Union demand of
50d per hour wage
increase. Union
demand that rates
be negotiated for
all jobs to re
place job evalua
tion.

No attempt.

Federal Mediation
and Conciliation
Service.

Wage increase of 17%C
per hour.

Union demand of
across-the-board
wage increases.
Company attempt
to grant step
wage increases.

No attempt.

State Mediation
Board.

Across-the-board wage
increase of 14c per
hour the first year
and 13d per hour the
second year.

1 month

Union objected to
supervisory per
sonnel performing
bargaining unit
work.

No attempt.

State Mediation
Board.

Company agreed that no
supervisors would per
form bargaining unit
work.

2 weeks

Union contended
that the company
refused to arbi
trate grievances.
Company said that
the union had not
used proper griev
ance procedure.

No attempt.

Federial Mediation
and Conciliation
Service.

Company agreed to pro
cess all grievances.
Union members granted
more fringe benefits
and better vacation
plan.

No attempt.

Impartial
mediator.

Company agreed to contri
bute major share to

3 weeks

6.

2 weeks

Union demanded a
■ voice in the ad-

ance procedure.
6.

2 weeks

7.

3 weeks

8.

Union demanded a
• voice in the ad
ministration of
insurance, hos
pitalization and
pension plans.
Union demand that
wage reopening
clause be
eliminated.

No attempt.

Impartial
mediator.

Company agreed to contribute major share to
benefit plans.
(Workers
had been contributing
about 60 per cent.)
Demand of voice in ad
ministering plans was
dropped by union.

Shift differential
payments. Senior
ity provisions.
Vacation plans.

Company hired
new workers.
Some union
members went
back to work.

None.

No changes were made in
contract agreement on
shift differentials,
seniority provisions,
and vacation plans.

3 days

Discharge of
union member
without just
cause.

No attempt.

None.

Worker was reinstated
and paid wages for lost
time.

9.

2 weeks

Job classifica
tion. Wage
increase demand.
More paid holi
days . Increase
in company's
contribution to
hospitalization
and insurance
plans.

No attempt.

International
Union Representative.

Wage increase of 14d per
hour. Increased amount
of life insurance per
employee and improvements
in hospitalization plan
at no higher premiums.
Change in job classifica
tion. One more holiday.

10.

23 days

No real issues
according to
management.

No attempt.

Federal Mediation
and Conciliation

According to management,
the union received less
than the company offered
before the strike.

Source:

Personal interviews and correspondence with

and management officials.

CHAPTER IX

CONCLUSIONS

A

decade of spectacular growth and sizeable profits appears to

have come to an end for the 25 billion dollar chemical industry, the
nation's fourth largest.

Most companies are resigned to slowing

growth and shrinking profits in 1961.^

Sales in 1960 increased by

9 per cent to a record $28 billion, but profits were down more than
4 per cent.

Sales in 1961 are expected to advance only 3 per cent,

and profits will be eroded further by a continuing slump in prices
and rising costs of labor and materials.

2

These signs of maturity in the chemical industry are accompanied
by other serious symptoms.

Chief among these is the steady rise in

the cost of research and development of new products.

These costs

represent about 63 per cent of the industry's capital investment.
For the last nine years, chemical companies have been spending more
than one billion dollars annually for new facilities, and in 1961,
they have budgeted 1.5 billion.

Other problems facing the industry

are sagging prices, operations at less-than-full capacity, and
competition from foreign markets.

^The Pittsburgh P ress, January 8 , 1961, Section 6 , p. 8 .
^Ibid.
^Ibid.
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The chemical industry has prospered primarily because of its
ability to come up with a flood of new materials and processes.
There are signs that these discoveries are slowing down.

This, too,

could cause trouble for the industry.
Plastics should remain the fastest growing sector of the chemical
industry.

Much of this growth is due to the fact that plastics are

winning an ever widening share of the auto materials market.

The

1961 model car contains an average of 25 pounds of plastics compared
with 11 pounds seven years ago.

Estimates indicate that by 1970,

cars will contain about 60 pounds of plastics .4

Market Structure

The chemical industry, of which plastics has become a very
important part in recent years, is a prime example of an oligopolis
tic industry.
years.

5

Seven firms have dominated the field for a number of

To maintain this oligopolistic type of market structure,

two conditions must be present--(l) the necessity of large-scale
manufacturing and (2 ) the ability to keep other firms from entering
the market.

The first of these conditions is mandatory in most

phases of the chemical industry in order to lower unit production
costs.

The firms in the industry today have been successful in

restricting entry into the market.

4 Ibid.

-*See Table I, Chapter II.
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Because of this imperfect market condition, the companies in the
chemical industry have some control over price or quantity of output.
Theoretically, then, the firms not buying as many productive resources
as would be bought under perfectly competitive conditions would cause
a malallocation of resources.

In theory, this would give the firms an

advantage in buying the resources.^

It must be remembered, however,

that perfect competition is not actually a possible alternative market
situation.

Union Competition

Concentration in the chemical industry, coupled with the strength
of independent unions, has caused many problems for the national unions
in the industry.

The independent unions got an early start in chemicals,

and were firmly entrenched by the time the national unions began organiz
ing on a large scale.

The chemical companies, in most cases, encourage

the independents by paying high wages and granting extensive fringe
benefits.

The members usually are reluctant to affiliate with a national

because of the difference in monthly or annual dues between a national
and an independent local.

Fear of strikes and feeling that nationals

could do little because of paternalism are other reasons why chemical
workers prefer independent unions.
Competition among unions in the chemical industry has been intense,
and much of the pressure has come from the independents.

% e e footnote 15, Chapter II.
?See p. 36, ff.

However,
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competitive pressure can only be exerted by independents enjoying wages
and fringe benefits as good as or better than those enjoyed by workers
who are members of a national union.
Undoubtedly, competition among unions in the plastics industry
has had adverse effects on the unions involved.

Without exception,

every company and union official contacted admitted this fact.
With regard to collective bargining, the problems are due in
great part to the market structure of the industry.

A few large

companies dominate the industry, and in only isolated cases does a
national union have a majority of the plants of a company organized.
It is not unusual to find two

or three of the

nationals as well as

some independents represented

in a multiplant

firm.

With this type of organization, it is practically impossible
for a union to engage in concerted activity against a firm.
locals of the same national have
company.

One reason for this

only on a local basis.

Even

not cooperated in action against a

is that most of

the companies deal

The inter-company councils formed by some

locals of a national have solved this problem to some extent, but
as yet, they have had little effect.

In companies where both the

ICWU and OCAW have established locals, company-wide councils have
been formed.

It appears that until there is only one union in the

industry or until there is more harmony among the unions represent
ing workers in the industry at the present time, the bargaining
strength of the unions will be relatively weak.
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Inter-union competition in the plastics industry has also hurt the
unions financially.

The independents must keep their members' costs

low lest they defect to a national union.

This means that less of a

treasury can be built up to finance a prolonged strike.

Because of

this, the independents cannot be too demanding in collective bargaining
negotiations.
The nationals, under constant pressure from rival unions, also
suffer financially.

Dr. Otto Pragan, Research and Education Director,

admitted that the ICW0 was in financial difficulties until the 1959
constitutional convention raised the per capita tax to $2.00.®

This

increase in per capita tax will increase the international's revenue
by over one-half million dollars a year (based on approximately
85,000 members), but at the same time, it will hurt those locals
which cannot raise their monthly dues by the same amount as the tax.
District 50 and the OCAW have had these same financial problems.
Increased service by the nationals is another source of financial
trouble.

Most of the money for additional services is spent to retain

the workers already in the nationals rather than as an attraction for
new members.

The money just is not available for many locals to be

proselyted in this manner.9

in some cases, the union is forced to

spend money on field representatives in areas where there are few
locals.

These workers are used to lead rivals to believe a "push"

^Personal interview, June 28, 1960.
Q

Interviews with union officials.
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is about to begin by the representative's union.

All of this means

that under pressure of competition, unions are wasting financial r e 
sources.

Money is being spent (or less is being collected) for which

the unions can realize no material gain.
Competitive unionism has led to changes in government in the
unions in the plastics industry.

In order to appeal to workers

the nationals are attempting to organize or attempting to proselyte
from other unions, promises of local autonomy are often made.

In

some cases, the locals have assumed more authority than given by the
parent body.

In the case of District 50, the problem of locals

usurping authority of the national does not arise.

These locals

have never been given the right of self-determination to any degree
as have the locals of the other nationals in the industry .10
The independents have no problem on this matter of local autonomy.
Since there is no higher level of authority such as a national, each
of the locals is completely autonomous.
all cases a "democratic 11 air prevails.

This does not mean that in
A n autocratic president of

an independent local might be kept in office for many years by the
same method employed by presidents of nationals.

Under these condi

tions , the members of the local would benefit from having a parent
body to which they could appeal.
In all likelihood, union competition in the chemical industry
probably increases total membership.

Since the competition is so

intense, it appears logical that every local concerned would try to

l^Weber,

o jj

. c i t .,

p. 28.
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enlist as many members as possible.

Then,

too, "union democracy" may

be increased since the workers are given many alternatives from which
to c h o o s e .
Offsetting these advantages of competition among the unions in
chemicals is the increased amount of "contracting out" being done by
the chemical firms.

Because wages have been pushed so high, some

companies have found it more profitable to contract out certain types
of work rather than to employ a permanent work force to perform the
tasks.

A good example of this "contracting out" is to be found in

maintenance work.

Some of the firms contacted in this survey employed

only a skeleton force of maintenance workers for emergency purposes,
but contracted with an outside firm on all major maintenance and
installation work.

Technological Advancements

Management officials were of the opinion that technological
advancements in the chemical industry in recent years had been a
deterrent to union activity.

These officials pointed to the new

processes and new machines which eliminated the need for as many
workers as had previously been employed.

Not only would these a d 

vancements decrease the number of workers--and union members--, but
they would also put the company in a better bargaining position at
negotiation time.

All management officials questioned on this matter

shared similar views.
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Union officials tried to minimize the effect of technology on
union activity.

They felt that because of the great diversification

in the chemical industry, workers displaced by a new machine or a new
process would be absorbed in another phase of the industry.

In spite

of this feeling on the part of union officials, a report submitted to
the ICWU Executive Board by Research and Education Director Otto Pragan
contained the following:
Technological changes continue to thin the ranks of
blue-collar workers.
November 1960 found 536,500
employed--2,500 fewer than a year before— while
white-collar workers had risen 17,000 in number,
to a total of 340,000, or 39 per cent of the total
labor force in the industry. “

Effects of Plant Size

This study found no correlation between plant size and strike
experience.

However,

it should be noted that a small sample was used,

and findings might be different in the universal.
It was found also that no substantial relationship existed
between wage rates and plant size.

Extent of unionization seemed

to have little bearing on wage rates either.
On the matter of fringe benefits, those found most often in this
study were group life insurance, hospitalization and surgical plans,
paid vacation plans, and paid holidays.
profit-sharing plan.

No plant contacted had a

Only on the paid vacation plans was there any

relationship found between size of plant and fringe benefits.

l^"How is the Recession Affecting Chemical Field," The
Chemical Worker, February 1961, p. 3.

Here,
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it was found that as plant size increased,
more liberal.

the vacation plans became
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APPENDIX A

MANAGEMENT-LABOR RELATIONS QUESTIONNAIRE
Is your firm wholly or partially engaged in the production of
Plastics Materials, Synthetic Resins, or Nonvulcanizable
Elastomers (SIC #2821)?
___________ More than 50%
___________ Less than 50%
___________ No production of these products
If your firm is not engaged whatsoever in the production of any
of the products named above, please answer question No. 1 only
and return the questionnaire.
In what year did your firm begin operations? ___________
In what year did your firm enter into the manufacture of the
products named in question No. 1? ___________
How many workers do you employ who would be eligible for member
ship in a labor union?
_______
Labor-Management Relations
A.

Are the workers within your plant organized into a union(s)
for collective bargaining purposes? __________
___________
YES
NO

B.

If your answer to the previous question is YES, please
complete the following list:

UNION(S) CURRENTLY
NUMBER OF
REPRESENTING EMPLOYEES________MEMBERS________

YEAR
ESTABLISHED
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C.

If you are presently bargaining with an independent union,
please answer the following questions:
1.

Has a national union ever attempted to establish itself
as the bargaining agent for your employees? ______ ______
YES
NO
If your answer to question No. 1 was YES, please complete
the following list:

NAME OF NATIONAL ATTEMPTING
YEAR OF
TO ORGANIZE YOUR PLANT___________________________ATTEMPT

2.

Did the organization attempt of the national union involve
a strike, picketing, or other pressure tactics? _____ ___
YES
NO
If YES, please indicate type of action.
STRIKE ___________________________________
PICKETING

_______________________________

OTHER _____

______

3.

6.

Did the matter, come to a vote of your employees? ____
YES
Work Stoppages Caused by Strikes.
A.

Has production at your firm ever been disrupted by a strike?
YES

B.

___
NO

NO

If your answer was YES, please complete the following:
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DURATION OF STRIKE
UNION
ESTIMATED LOSS
FROM_________ TO______________ STRIKING__________OF MAN-HOURS

C.

Please indicate how strike was settled:
__________ Through agreement reached by negotiations.
__________ Union gave up its demands.
______ ■
-

Settlement reached through third party, such as
arbitration.

Please specify: ____________________________________________

7.

8.

Labor as a Factor of Production
A.

What per cent of total cost of production is accounted for by
labor costs? __________

B.

At current prices, what would you estimate to be the value of
capital equipment per employee? ___________

Fringe Benefits
Do you offer any of the following benefits?
offered.

Please check those

__________ Group hospital and surgical insurance plans.
__________ Group life insurance plans.
__________

Savings plans.

__________ Profit-sharing plans.
__________ Retirement benefits.
__________ Vacation plans.
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Please describe (one year--one week, two years--two
weeks, e t c .)

Other.

Please specify:

LABOR-MANAGEMENT RELATIONS QUESTIONNAIRE
1.

In what year was your union recognized as the bargaining agent for
employees under your jurisdiction? __________

2.

What classifications of employees are represented by your union?
Please list below.
(Example: Production Workers, Maintenance
Workers, Skilled Workers such as electricians, boilermakers,
pipefitters, etc.)

3.

How many members are in your local?*

4.

How many workers are eligible for union membership in the flrm(s)
where your local is the representative bargaining unit?
_______
At the time your union gained recognition at your plant, what was
the status of organizations for collective bargaining? Check
appropriate statement.
__________

There was no union in the plant.

__________

There was a company-sponsered union.
There was a local of a national union.
(Please name
that union. _________________________________________ )
There was an independent union.
(Please name that
union. _____________________________________________ )

*If necessary at any place, please estimate and signify by placing an
"E" after the number.
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6.

Conditions Concerning Recognition
A.

Please check the following statement or statements which apply
to the methods and conditions that were applicable to your
recognition:
__________

Recognition was gained by peaceful negotiations
between labor and management.

___________ Prior to our recognition as bargaining agent, the
employees at this plant were represented by a
company-sponsered union which was made illegal by
the National Labor Relations Act of 1935.
(Wagner
Act).
___________ Recognition involved a strike.
If you check this
statement, please give dates and duration of the
s trike.

Recognition came as a result of an N. L. R. B.
election.
Recognition involved conciliation, mediation, or
arbitration by a third party other than the N. L. R. B.
If you check this statement, please specify, ________

Other unions were also attempting to gain recognition
at the same time.
If you check this statement, please
name other unions.

B.

Since your recognition as bargaining agent, has another union(s)
ever attempted to replace your union as bargaining agent?
YES
1.

NO

If your answer to the previous question was YES, please
list the rival union and the date(s) of their attempt(s)
below:
RIVAL UNION

DATE OF ATTEMPT
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2.

Have any of these attempts resulted in an election to
determine who would be the bargaining agent? _____
____
YES
NO
If so, please give the name of the agency conducting the
election and the date of the election.

C.

Have any classification(s) of workers ever left your union in
______
order to achieve separate representation? ______
YES
NO
If your answer was YES, please complete the following list:

CLASSIFICATION OF WORKERS
SEEKING SEPARATE REPRESENTATION

7.

UNION WHICH
THEY JOINED_________ YEAR

Growth of Union Membership. Please complete the following list show
ing the number of members in your union for the years indicated.

YEAR______ NUMBER OF MEMBERS
1940
1945
1950
1955
1960
8.

Have negotiations between your union and the company ever broken
down, with the result being a strike? ________
_________
YES
NO
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A.

If you answered YES to the previous question, please complete
the following list:
DURATION OF STRIKE(S)________________________________
FROM (Month and Year)
TO (Month and Year)

B.

Please indicate how strike was settled.
Through agreement reached by negotiation between
labor and management.

9.

1.

Specify the local union action in any dispute,

2.

Specify any higher union action (by district,
state, or national bodies) in any dispute. __

Method of Wage Payment
___________Paid on a day-rate (hourly) basis.
___________ Paid on a piece-work basis.
___________ Both a day-rate and a piece-work wage payment plan

is used.

If the workers in some cases are paid on a piece-work basis, please
check the appropriate place below.
___________ Individual piece-work basis.
___________ Group piece-work basis.
___________ Both individual and group piece-work plans

are used.
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10.

Earnings
A.

B.

What is the average weekly
on a day-rate basis?

earnings of the workers who
/wk.

are paid

What is the average weekly
earnings of the workers who
on a piece-work basis? ______ /wk.

are paid

Has the union(s) had any effects on raising the rate of
1.

Day-rate workers? ___________
YES

2.

Piece-work workers? __________
YES

__________
NO
___________
NO

If the answer to the above question is YES, please explain
briefly.

APPENDIX B

DEFINITION OF CHEMICAL TERMS

Acetate--A salt or ester of acetic acid
Acetic acid--A compound, CH 3 COOH, which in the pure state is a color
less, pungent, biting liquid, congealing in cool weather
Acetone--A volatile, fragrant, liquid ketone., CH^COCHg, used as a
solvent for many organic compounds
Acrylic--Pertaining to, or designating an unsaturated acid, C ^ J
CHCO 2 H, obtainable from acrolein by oxidation.
It is a liquid
with an odor like acetic acid.
Alkali--Originally, a soluble salt obtained from the ashes of plants,
largely potassium or sodium carbonate
Alkyd--Any of a group of thermoplastic synthetic resins prepared by
reaction of polyhydroxy alcohol
Benzene— A volatile, inflammable, colorless, liquid hydrocarbon,
CgHg, of ethereal odor, used as an illuminant, as a solvent
for fats and resins, and as a material in making dyes, etc.
Bitumen--Originally, mineral pitch, or asphalt, now any of a number
of inflammable mineral substances, including hard, brittle
asphalts, semisolid mineral tars, petroleum, and naphthas
Butyrate--A salt or ester of butyric acid
Calcium chloride--A crystalline compound, C a C ^ j which in its
anhydrous state as a white porus solid, is used as a drying
agent, for laying dust, etc.
Casein--A white amorphous prosphoprotein occuring in the milk of
various animals
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Catalyst--(catalysis)--Acceleration of a reaction produced by a
substance, called the catalyst, which may be recovered practically
unchanged at the end of the reaction
Cellulose--An inert substance, the chief component of the solid frame
work (cell walls) or woody part of plants, used in paper, rayon,
etc.
Chemicals- - (1) Of or pertaining to chemistry or its forces, process,
etc.
(2) A substance obtained by a chemical process, or used
for producing a chemical effect
Chlorine gas— An element Isolated as a heavy, greenish, yellow,
irritating gas of suffocating order
Coumarone— A compound.
CgH^OCHCH, obtained as a heavy oil by heating
coumarilic acid with lime and by other methods, and present in
solvent naptha
Cyanamid--A crystalline compound, CN.NH^, obtained by the action of
ammonia gas in "cyanogen chloride," CNCL, and by other methods
Elastomers--An elastic, rubber substance, as natural or synthetic
rubber
Electrolysis--Chemical decomposition by the action of the electric
current; also subjection to this process
Ethylene glycol— A thick, sweet, colorless liquid, C2Hg(0H)2» pro
duced from certain ethylene products
Formaldehyde--A colorless gas, HCHO, with a sharp odor, formed by
the partial combustion of methanol and in other ways.
It is
a preservative and disinfectant.
Furfural--An oily liquid, C^H^O.CHO, of pleasant odor, obtained by
distillation of bran, wood, etc.
Hydride--A compound of hydrogen with some element or radical
Indene--An oily hydrocarbon, CgHg, obtained especially in the
fractional distillation of coal tar
Inorganic chemicaIs--Chemicals which do not contain carbons
Mauve--A delicate purple, violet, or lilac color; technically, a
color, bluish blue-red in hue of saturation varying from high
to very high and of brilliance varying from brilliant to low
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Methyl methacrylate— The methyl ester of methacrylic acid. This
substance polymerizes to form a light transparent plastic,
used especially as a substitute for glass
Organic chemicals— Chemicals which contain carbon
Phenol— Carbolic acid* CgH^OH
Plastics--Of or made of a plastic or plastics
Polyesters--Compound formed when a number of ester molecules go
together. Ester is a compound formed along with water when an
alcohol reacts with an acid
Polyethylene--A polymer of ethylene; specifically, any of a group of
light thermoplastic synthetic resins used for insulating, etc.
Polyisobulylenes— Compound formed when a number of isobulylene molecules
go together
Polymer--Any of two or more polymeric compounds; specifically, one of
higher molecular weights, especially one produced by polymeriza
tion. Compound produced by a combination of smaller molecular
weight compounds
Polymerization--To change into another compound having the same elements
in the same proportions, but a higher molecular weight and different
physical properties
Polymid--(polyamide)--compound formed when a number of amid molecules
go together
Propylene--Either of two bivalent radicals, CgH^, of which propane is
the hydride
Radical--A fundamental constituent of a compound
Resins--Any of various amorphous, solid or semi-solid natural organic
substances, chiefly of plant origin, non-conductors of electricity,
and soluble in organic solvents but not in water
Rosin--The hard resin, left after distilling off the volatile oil of
turpentine and used in varnishes and soaps, on violin bows, etc.
Silicones--Any of a class of polymeric organic silicon compounds
obtained as oils, greases or plastics, and used especially for
water-and-heat resistant lubricants, varnishes, binders, and
electric insulators
Soda ash— Commercial anhydrous sodium carbonate
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Styrene--An unsaturated hydrocarbon, prepared from cinnamic acid, and
otherwise, as a fragrant liquid
Synthetize--To combine
Thioures--A colorless crystalline bitter compound, analogous to and
resembling urea, used especially as a photographic fixative,
and to remove stains from negatives
Toluene - -Hydr ocar bon C

CH-j

Urea--A very soluble, crystalline, nitrogeneous compound, the chief
solid constituent of the urine of man and other animals.
It is
synthesized, as from carbon dioxide and ammonia
Vinyl--Pertaining to, designating, or containing the univalent
radical CI^CH-; as vinyl alcohol
White lead— A heavy, white, poisonous powder, consisting of basic lead
carbonate, usually having the composition 2 PbC 0 2 Pb(OH ) ^ and form
ing an important pigment
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